nocunni&‘unsuug ’
ED 185 722 . - - | BC *123° 532 - | .
TITLE . Skills Assessment, Tfilnhnq and Evaluation. of . .
~ ‘Personnel Serving Developmentally Disabled_a,_ - . . - ' - N\
Individuals. Conference Proceedings (Betro!t,'

‘ , Michigan, June.23-29, 1979). o :
INSTITUTION Michigan Univ., ‘Aqn Arbor. Inst. for the Study of
Mental Retardztion.: Ohio State Univ.; Columbus.
SPONS AGENCY .0ffice of Hum#n Development {(DHEW) , Hashington, D.C.

{ . Office of Developmental' Disabilities. _ ‘ <
PUB DATE ‘ Jun 79 _ _ . ‘ .
"GRANT .. 50-P-256U41 | :
NOTE 67p.; Contairs some light print.
‘ /;F01/Pb03 PiuQ Po<*lqe. - - o (

Competency aased Education: *Comp@tency Based ‘Teacher

Education: Conference Proceedings; Crdtericn . .
Referernced Tests: *Developmental Disabilities' ' '

Coa - -Federal Legislaticn: Professional Ccentinuing .
A Fducation: *Skills: *Supervisory‘Tramning. *TeacHer . o
Education: *Teacher ®valuation b

ABSTRAET oo : N , .

The report presents. selected elements of information
exchqnqed and activities which *cok place during a Dejartment of .
Health Education-and Welfare Reaion v 1979 congerence on skills <
assessment, traiping, and evalaation ¢f personnel serving the [/
developmentally d isabled. Aspecks considered include legislative y
history, criteérion referenced. testing, American Association on Mental
Deficlency COntinuinq education, supervisory- training strategies,
skill assessment techniques, and resources and'prQcesses. A summar
of cqonference recomnenda*ions i{s also included. Among the appendixes
.are final conference a!d p list of conference particirants, a

n pro

sunmary of the confere gram evaluation, ard a copy of the"
nichiqan State P@lﬁgfo" Developmen*tal Disabilities. (DLS)

< o _ s

.‘. . ° ,A' . L@ ‘ ‘ ‘ ] Y
, . A . N ) . . \
A0 o o OB ot oo o o oo o ot ot oo o oo o R o ol o R oA R o o RN ok oo ook o o o o oo '
o Reproductions supplied by EDRS are the bes* that can be ma *.

. from the original document.. R

#***‘_**#"lﬁﬁ“******‘#*‘***#*****# ok ‘*“*‘*‘ ol ke oo ool ook **************
- . ' A .

+ .
. \ . *
. + * M .
v ’ .,
- ] T * L
\ ) B . .
.

te
-

. . M

v - . .
N .
) . M .
»

LIS N ’ o "




3 H.!.w. RE.G'ON v | . T T - V . . . ED " . ‘_-"-‘: R P, o s . " w..
THE INSTITUTE FOR THE q1 uby OF MENTAL RETARDAT‘ON AND RﬁLATED DlSAB{LlTIES THE. UNIVFRS'TY
OF MICHIGAN -

_..YECHNICAL ASSISTANCE PROJECT IN. \TRAINING DE.VELOEMEN TJAL. DISABILLTIES—P-ERSQNNEL;JSMRRD.JHE—W

UNIVERSITY OF MICHIGAN - .
U.AP CONSORTIUM RROJECT, THE omo STATE UNIVERSITY

\ ,/, o
EGIONALDEVELOPMENTA‘DISABlLIﬂES OFFICE B t

I

£y

185222?

Skl”S Assessment‘q' _al_mng and Evaluatlon of
7 7~ Personnel’ evefo“pm“e
DlSP“"‘—V‘ Inrh\lll'luals

<
(VIR Y U(:I’ARII\\(NIO'MAL TH ' B
, . . €DUCATION AWELFARE . ."- oo
o A . NATIONAL INYTITUTE O '
. . ) . -_’-‘ EDUCATION ’ .

| - L e
. ) / i R S LY B I SEN g

T ) . o . Db B NAC O A R s . ,,<
. R - . \ . e U PP MSONOR GRUAN 70" On o o, o VR

A . pvd . v VIATED OO NOATHECENNAR v iy g .
NENEQE --y/:al-nwn NAT Ty

\ O nv-(n}d-n- TN 0 by "oy

s ERMECSION T BEPHODUCE THIS
PAATERIAL HAY, BEEN GRANTLD BY

Tor b PHOUCATIONAT HELOURCES
EEMBAASION CENTE R LT )

~




Conference Prpceedings-

= P
. - L] / -
L} R : .

Skill Assessment, Training and the Evaluation

\ . R q.'

of Personnel Serving Developmentally =

* . L3 .

<" " Disabled Individuals . '

.( ;" .. * T o /
B . A o ’ ' .
K g .  e-HEMW. Reqlon V. -

R ol

‘<f4>“ " Gonsultation Conference ' o F
> ' ' A «

K - . T o : RN
R |  Detroit, Micmém o

7N i .

June 23\‘—29 , "1979

L 4

‘ d Related Disabilities ,QP' '. '

‘Updversity of Michiqan, o

.A.P. Consortium Project - S o V.
. Ohlio State University .

.. 7 s . and

Developmental Disabilities Office
H.E.W. Region™V

.~
Ta




Y,

Ny

This report was supported by qrant number
50-P-25641 from*the Reqion V Office of Develop-
mental Disabilities, Office of Human Development
Services, U.S. Department of Health, Education,
and Welfare. .Grantees are encouraged to express
their judament in professional ‘and technical

matters. The-opinions expressed in.this report =

do not necessarily represent official Office if
Developmental Disabilities, Office of Humdn
Development Services, or Department of Héalth,
Education, anqd Welfare ‘position or policy.

o

‘o




. : . lpab:m:s,_ : § ‘51

This document attempts.to report selected elements of activities and

" information that was exchanged during the two day H.E.W. Region V Skills
Asse jment Consul tatioriLCon ference.

“~ .

The didactlic presentations, whith' formed the background for our

discussions, are briefly quulnarlzqd rather than presented verbatim.” We

hhave also.abstracted the content of the panel reactions, small group

discussions and general comments from various individuals. The deécision to

do this was predicated by our desire to provide a document of reasonable

size which captured the essence of the particxpants' contributions to the
Conference, A [

\ '

20 »

In producing th)/é docunent, we have worked from tape recordings of the
sessions. As a result, we myst hasiZe that the content of this docu-
ment ,. with the exception of the terial in the appendices, is solely our
responsibility. Jhe comments and content attributed to particulat indivi-'
duals may or may hot be a totally accurate representation ef what was said.

For those . are interested in the specific content of the didactic
ptesentatiqns we urge you to contact the individual presenters.‘.You will
find their nagles. and organizational affliation along.with a brief descrip-
tion of their presentation under the-section “Summary of Skills Assessment
Presentations.® Your decisjon to seek further contact may be assisted by
» scanning the “"Program Evaluations by Partjicipants® which appears in the
appendices or by discussing the presentation with a colleague who wes in -
att:gnda 2, . ) — 1

(e would like to thank those individ ls who encouraged and supported
the development of the program including Ronald Kozlowski, Director, of tHe
U.K,F. Consortium Project and Robert Vogt, Assistant Regional Program
Djrector, H.E.W. Region V Developmental Disabilities Office. :

1

Those primarily responsible for the outcomes of the consultation/con-
ference reported in this documens were the participants who gave of their
time and energy to address this issue. They are identified in the Appendix.

£ - .

Our wish is that you will find this report of our deliberations of
value in planning for the assessment and training of personnel serving
developmentally disabled individuals.

v - o -

¢
k. Eugene Handley, Ph.D,
Program Cbaiman )

”

Bennett H. Berman, Ed D.
Program Co-Chairman

« LY
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1. BACKGROUND

Recent revisions in the Developnental Disabilities Adsistance and Bill
of Rights Act of 1978 impact directly on thé area of personnel develop-
Section 511 of the act regarding the Developmental Disabitities
State Planning Council's annual plans for the provision of services in-
cludes a portion entitled "Professional Assessment and Evaluatlon Systems",

6)

ment.

plan :

"The plan must provide for - o

(A) an assessment of the jadequacy of the gkill level of profes-
sionals and paraprofessiona S serving perso with developmental
disabilities in the Statg and the adequacy C;E"'the State programs
‘and plans for supportmg training of such professionals and
paraprofessionals in maintaining the high quality of services

provided to persons with developmental dlsab111t1es in the State;

n i

\aB) the planning "and 1mplementatlon of -an evaluatlon system (in

\

ccordance with section 1104a)) . " v

Ce Contalned 1n Bhe leg islakion are four charges to be addressed by the state

Assess the adequacy of the skill ,level of professmnals and’

paraprofessionals servmg the Developnentally Dlsabled populatlon,
Plan for supporting tra:ining of such 1nd1v1duals,

Plan an evaluation system; =nd . '
lmplement the evaluation system.

’

Those familia® with the area of personnel development recognizelthe

magnitude of the.charge and the immensity of the task® related to.the
implementation of the mandate. It was proposed that a meeting be convened
of recognized experts in our states, region and country to advise in the

implementation of the legislation. _As a result of the meeting, specific °

strategies and recommendations w#e to be di éminated to the states to
assist them in plan development in complianceé with the intent of the
leqr?,latlon. The' task was a major one in that the followmg questions must

be addressed in the process of identifying ‘recommendations in this area: -

l..

12.

3.
q,
b(‘)'
6.

What are the essential services provided to developmentally
disabled individuals in our region?. : v -

Who are the professionals and paraprofessmna’ls essential to the
delivery of these services? -
How does one .meagure the adequacy ot the serv1ces?

What are the skills essent1a1 to prov1d1ng adedUate services?

How does one measure the skill kevel of the “service provider?

How does one plan.for coordinated state-wide- tr8ining for all.

pro‘fessmnals and paraprofessionals?
L5

Significant pfoyress has_been made within H.E.W. Regi'on V in ‘anticipa-
tion ot ths mandate. All of the state plans in Region V address the issue
. of staff development in some form. The Technical Assistance P[’OJeCt in

TrAining Developmental Di&abllifle‘\ Personnel located, at tﬁe Institute for

v. (44
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2 ' - ) .
the Study of Mental Refardation and Related DiSabilities, has addressed

this issue in meet.inqs with State qunmng Councils, condycted a survey of
staff training activities within the cooperating’ states, produced documents

.descrlbing the sources of funding for training and personpower planning,

and identified significant individuals in each of the states responsible

for training Rersonnel who serve the DD populatlon. The project worked
closely with other Institute staff in the plahning. and implementation of
the Consultatlon/Conference.

A}

.

ULlllmng funds prOV‘lded through the Region V U.A.F. Consortium
Projéct, the Institute-for the Study. of Mental Retardation and Related

ot

Disabllities (ISMRRD), in cooperation-with the- Reglon V Technical AsSist-—

ance 1n Training Developmental Disabilities Personnel Prgject deslgned and

1implemented the "consultation/conference.” Invited to participate in the
conference were individuals from the following groups:

]

Nationally recognlzed experts in the fle,ld of personnel training

an. development;

Dl-xectors of ‘training from selected’state agenmes serving the
develognentally disabled; - " :

state council and agency staff responsible for the plannlng of
strategies related to the legislation; . .
Individuals with experlenc,e in identification of tralnlng skills
and needs in human service systems;

Individuals representing professional and paraprofessmnal
personnel; and.

- Representatlves from the Reglion's Wniversity Afflllated Facili-

ties (UAF's). ) v

This group met for two days to consider:s the problem and develop
recommendatlons for action. This report of the findings of ‘the
"consultation/conference” Is being disseminated to the state planning
councils and related human service aqenmes in H.E.W. Region V. Recipients
of the document will be- contacted in two months and asked to _describe ways
in which the marerlals wefe utilized. . ' ‘. :

9 . a : e
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R Il. CONTENT OVERVIEW

- In this section, the opening remarks and keynote presentation are
included virtually intact. This will enable the reader to capture the
. essenge of the Conference mission® and the important legislative hlstory

related to Section 5l1. . : ‘ »
The presentations of the invited t:ralmnq experts, 1nterna1 and’

- eXxternal to the deVelopnental disabilities care provider system ate sum—"
_ farized. The edltors have attempted to present the hlghlights of each -
, : resource person 's ccnments.

. The.structure of this Conference was to concentrate the first day's .
- _ a_ctivity on information input and to devote the second day to inter-active

discussigns, problem solving, and the develooment of specific recommenda-
tions. . T v
\ L .

l* .
, A. Welcoming Remarks ' ; , .

3

Robert Voqt: oo : ) v

. On wehalf of the Redion V Developmental Disabiiities Office I'd like
to welcome. you to this Skills Assessment/Consultation Conference. The
process of skill assessment has been with us for a while, at least it has

- .been at a, level of conversation and bylays amongst the developmental -
dlsab1l1t1es councils and our university-based training programs, U/ F's.
With the amendments to. the law, it is now mandated as a mission for the
state, in this case, the state council, to desiqn how we are going to '
.perform this: skill gssessment. That is probably akin to mission
impossible. I think 'that 4s why you are here today to try to tell us, to
share with us, how we might begin to approach the problem. This conference

. i$ the culmingtion of thinkina of the state councils and the univer-
sity-based proczrams who h met over- the past two years. This is the last
of 'a series. of confe™érices we sponsored that have looked at high priority

o -areas. This one beina the newest, and 1 thinK-one of the most difficult to

al with, I have no gnswers. what I ‘'would like to do nowfis end my welcom—
ing commments: ‘and thank you for coming. I think our c nference will be
very successful. Maybe somewhat frustrating by the e we've finished,
but it has to be done and we're looking for options to implement the law.

As far as I khow we re the first ones either smart enough or dumb enough to

try to do this. We'l} 'soon find.out wHat\success we are going to have.

» -l _\'
B. Introduction
t
> . EBugene Handley:
, .The best title for. this: part of the ‘program presentation is "Seven
Little Lines." 'This conference is essentially built around seven little
lines ot legislation that-are monumental in their challenge. To help us
with an understanding of where we are headed for the next two daysi®we
-thought it would be important to. provide you with background information

Id
I
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# this meetin . “In that he¢ was unable to attend, I will tryto prov

»

b
s

about tne aeneral development ot ‘the new *regislation. 1 think it is an
interesting history. Mr. Robert McNeil, fn working with the American
Association of University Affiliated Progrags in Washington, was heavily
involved in that process f{rom the beqinning, the middle, and ,ﬂow the
implementation of the legislation. RBecause of that, 1 believe that ke can

present a perspective that would tﬂ’e\-helpful to us.

C. Legislative History

Hobert McNeil: ‘ . ' '

I am delighted to be here this norning. { had encouraged Gene Harijley
to. invite Seldon Todd, Executive Di rector of the American Association of
University Affiliated Programs to. addresS the historical background because
he had a gqreat deal to do with the Section 511, whlch is the subject of

1%e you:
with as much information hs €eldon and I have in reference to the intent of
Congress in adding this provision to the law and'tHe 1ntent of those who
partLCLpated in the process that led to its inclusion.

First ot alL there is In Washingtop a fairly effective coalition of
orqamzatiom that work in this area with the Congress. 1It's called the
Consortium Concerned with the De.velopmentally Disabled (CCDD)+. Membership
of that group inclugés, in addition fo the Association of University

" vAftiliated Program$, such qroups as the National Association for Retarded

Citizens, the bpllepsy Foundation, ard the Council for h,xcept1on Children.

That group has ‘been together .about five years and it has been fairly
eftective. The qroups are now able to spedk with some -deqree of coherence
to Conaress and the effect of that wa$ notable last year in that the
Consortium actually did draft a bill that ultimately became a House bill
whichr ultimately became, in great measure, the Developmental)Disabilities
Anendments of 1978. section 511 was one of Lhe'prowsmns that was added
to the law initially in the draft prepared by this Consortiufi. The AmericarL
Association of. Univessity Affiliated Programs, speaking now as a semi-
official re presentatjve of the UAF organization, had a dreat deal to do

.. with enwuraqmq the inclusfton 'of this lanquage. We felt it had some very
dlrest relevance to the issue of the role of the UAF program and the

relatmnshlpof_ tha am with the state councils. The section
essentially amgendy part of Xhe earlier law which deals with state plans.
[t now requirés that the plan provide for an assessment of the adequacy of
the skil'l level of professionals and paraprofessionals sefving persons with
developmental disabilities and the adequacy of the state programs and plans
support ing training ot such professionals and pardprofebsmnals.

'I'() bedqin with, there were a number of factors 'and considerations that

very specifically relate the addition of this lanquage to the act., | would
Jike brivtly Lo go over them. First ot all, | think many whb have been in
~this tield for the last tew ypars would agree that the UAFs, at least as

they were perceived by the state “people, were not being as responsive as
th®y should be Lo the, off-campus, non-university source of needs that were
evident to those people in the field. Thi% attitude was certainly most

natable on the part of state agency representatrve% and state council

[y
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members. Whether it was a reasonable attitude or not, is not, important. ™
I['m just saying that it was fact, and it remains a fact that there has been
and there remains a somewhat difficult relationship, at least in some
areas.” UAF's were seen) by some, as just another form of higher eddcation
with a very limited utility in the real world. However, one of the orig-
inal ideas behind the UAF prograu, whlch was established by some federal
legxslatxon in the ecarly 60's, was to make the universities more useful,
ard to give them'more utility with regard to the needs of the mentally
retarded population. 1In my qpinion, the UAF program presents a very
considerable variety in terms of types of programs, which are not -easy to
charftenze as a group . :

Oh the other side of the com many of the UAF representatives believe
that the councils, and many ©f thl state agencies, have been less than
effective. They resented the attempts that they felt wer® uncalled for .to
dictate the UAF program's direction and pointed to the very limited budget
provided by the Developmental Disabilities Program which is’only 5% or 6%
of the total of the UAF budget. They ask why this small amount of support
justified more than just- a passing interest in t4@ problems on the part of
the DD Counlils and state agencies. As many of ycu kpow, most of the UAF's
support is provided by the Maternal gnd Child Heaith Agency in HEW whlch is
a child hgalth medical model and is fo some extent incowmsistent, not “with
just the expectations of the developmental disabilities program, but the
very wording of the DD law itself. Since most services to the development-
ally disabled population are personal services, provided by persons who.
must be trained and possess special skills, one wonders why these
university-baséd centers, which consistitute a major resource for: prov1d1ng
these trained people, and ;the state people who were charged with imprecving

services to the developmentally disabled, are at such odds, if indeed they
Nare. \ :

-

.

The tundamental issues became how does a university-based program
constructively and realistically contribute to the work of the councils,
contribute to the entire process of implementing the deVelopmental disdbil-

ities program nationally, and still comply with their own mandates and ™\

missiong that they had set for themselves and had set for them by federal
law. In othet words, how could they assist in this planning process and
still not contradict what they were all about?

Before we can examine that question, it scems to me,/ first we have to
question how much ot a problem the adequacy of the trainingg,received by the
-pro{essionals in this field presénts. How extensively shoulibwe be examin-
ing such issues as the quality of diagriosis, treatment planning, and the
‘actual services that are ultimately deliyered? Should not the state plan
deal with training and the issue of g'ualitfx of services in addition to
quant ity? Section 511 was yeally intended to Yorce an acknowledg(,ement that
udlity is important in addition to quantxty of services. . And if quality
is important,  then training is an important'part of quality. One thing
that was not directly behind the inclusion of this provision in the law was
the notion that we need more estimates of numbers of people needed. While
quantity is important, the major thrust behind 511 represents a ]udgement
that the UAF role is that of assisting in assessing the quality of services
and developing plans te improve the quality, rather than deallnc_bmth the
quantity issue. I have some prokilem with that because in many areas of the

/
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‘country 't is hard to really get Lo the yuality issue because of such a
problem ot quantity. In New Mexigo, for example, there are many deficits,

~ among them the availability of services for the dcvelopmental\ly "Qisabledl

-

{ think that's true in any essentially poor and/or rural state. While the
intent may well be that 511 forces us to deal with quality, it seems to me

- that we should pot overlook the quantity 4ssue. Universities and councils

should continue to work together to determine how many services wé need and
in What areas we need them. 511 is very short, obviously. It doesn't
specifically require that the UAF dosanything. It is not in the part of
the law that relates to the UAF facility. Clearly it would violate "the
idea that councils are charged with developing a state plan if we were to
put in there certain requirements that UAF's do certain things.
, - ,

However, there is a provision in the law elsewhere, it's section
121-B2, .which is part of the basic authority, foxr the UAF program and the
developmental disabilities law. This law givet certain discretionary
authority to. HFW, and permits them, assuming they have the appropriations
to do so, to award tunds te selected UAF's to assess the needs for trained
personnel. While that landuage ates, obvi,ous’lﬂy, more diarectly to the
quantity jssue, the intent hat it be an encouragement to implement

511, ‘essehtially a means by which hp’UAF program can carry out the intent

.
~

Vg P

l suppose that when we examine the law and we try to determine wha
exactly it was intended to mean, we could dome up with a number of inter-
pretations. Wwhat ['ve tried to give you is the intent of those ‘who drafted
the provision that ultimately becau: Section 511 and the provision that I
just quoted, which-is intended to go ..'nd-in-hand with 511. Whether or ndt
HEW will‘carry out that intent. remains to be seen. L-suppose we are all
free to interpret it as.we, think best, and I supposte it id too early to say

of Section 511. o -

+ what~exactly is going to happen. There do€s Mot seem to ve a great deal of

consistency between these two provisions. It Seems to fie that if you hear
what those who wrote this provision intended and then read the law there
are some clear Inconsistencieg . -
re son sistendisys

There 1is one other int that 1 want to touch on. The language itself
is in a provision that al?) relates to evaluation.. [t's the opinion of
some ot those people who worked on this language, L\tﬁ‘t’the language of 511
ftselt is too tormal and that Congress ™56 ow, confused Sec¢tion 511 with

" formal evaluation. It was not intended',”’as_l under.stand; that there be any

-

kind ot certification process of protessionals a% a-result of this lan-
guage. Rather, it was ipfended that this be a tairly informal process. *
The intent was simply th}/t(he quality of services’is important -and that
the UAF's represent. a/resource which should be'utilized in our attempts to
try to discern the best answetr for determining whether the quality ig
adequate. 'There are no pre-determined formulas for doing this, but if we
work together, [ suspect we can probably come up with the best gne.

511, in my view, is teally a challenge to all ghe participants in this
field to work together, work mqgre losely, work Wore cooperatively. I
agree that in this region you have a greater degree ot cooperation than
elsewhere in the country. ! haop» ~he other regions will follow suit.

There are now two national organizations that reptesent the entities that
w are considerIng here, the Ameri~an Association of Uni)/e(sity Affiliated

-~ \ )
- /_\1 )
¢
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. l.ent tool for implementmq bectlon 511. He reviewed the skil

. .- - . -

Progrmm. urqanizatlon ml Lhe *}Lat;e coung: b4 qroupi, the Nattonal COnterenceA

Abn@weloment,al f)xsablhttes. 1 am’ aff‘.llla d with Both'. 'l‘he Narional

Cppférence on Developmental DlSdblllttes inténds. to form a nanlondl organi-
zht lorr. and to open- a Washmgton office. The University Afflllated Programs
“have already done this, as you know, [’ .am hopefyl that we can get the two
organuatlons to coopevate in a venture which on a national level will
rultimately gssist in-the 1mplemehtatlon of this sectlon 511.-" 1 am also
hopeful that ,this meeti'{\g w111 proque a’ foundat:lon fbr such an. effort.
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Dur ing theYtwo day eonterence,, 1ntormamon Shaging aghlv,ltles were
‘conducted by ‘training Qxperts imternal, arg external to the developpental
dlsabllltles care previder system. Eadh exper*t\Lwas 1nv1ted to make a 45
minutes presentatlion followed by a questlon and answer "sessfon. Each

;[.}ésentation was to examine some, aspect of skllls assessment as it might
elate to 1mplement1ng Sectfon %11. ° : c @ .

.Ihe presenters and topi("s were: TN _

-
.

Ed »

Melvm Montmerlo, Ph D. -
U.S. Army o y

Assessing . bkllls i

e N

Richard Sheerenberger, Ph.Dgy, FAAMD The AAMD contumug .. o

Central Wiscorf,'ﬂn Center fox the Educatxon Program o L e
Develoﬁmental y Disabled — )' oo,

. ' \o . * -®
Richard Mlller, Ph.D.. . .Supefvisory Training - bt:rategles
N\,ichlgan' Depar tment of ’ . ) e N
spcial gervices .. . \ o /. .

* - . ‘ ® r

Thamas Kramlmger, Ph.D kill Assegsment 'I‘echnlques. - S

An Overvlew o

Wilson Learnu;ng Corppany
Joseph Nava Resources ari_d'.P_-rocess: ''he Role .
U.s. Civil service ° . " .+ _of the Offige of Leadership
: 8 ) Development .in the U.S. Civil
Service Comuission &

-

Melvzn Montmerlo ' : .

© o Dr. Montmerlo examined (,rlterlon Reference ‘1estlnq (CR'T) ﬁan assess—
1 mssessment
strateqgy currently used tc) classify Army per&,onnel in over 300 jobs. By

v, 1982, the Army.estimates it will have used 'CRT to generate over 1, 000
occupatmnal description manuals and skllls qual;flcdtlon tests.

.

Dr. Montmerlo Lorxtrasted criterion’ and, norm reference testing for the.
C‘onterem,e dttehdees. He pointed out that while norm reference testing
a axammed performance relative to others, criterion testlng was concerned

with performance relative to: predetermined standards. Criterion Reference
- 'I‘esting in the ﬁrmy greéw out of systexhs anaJysu, for weapons research

v ) . -~
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Criterion Referehoe Testing in \‘_ \
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'- iency (AAMD) at addressing skill assessment through- a program of Certifica-
tion tor Continuing Education in Mental Retardation (CEMR) was outlind by

care provider network. -

o L]

. I A 4

) } - \ S ‘ )
Wls syqt;;:?ic approach p?&vided an ergunized "fixed. track" for  training

~

~

and led.to the creation of. Instructional Development (I8D) manuals.

He stafed“that the rigid concept of I[SD manuals has many flaws; these .

include the inability of any single manual 'tb deal with every training
situation varialle and the tend ncy for the ISD manual to become a rigid
"rule maker" resulting in lock-step thinking. .

Criterion Ref%renc'e Testing .in tn® "néw“'Army, according to Dr.
Montmerlo, focuses on the Bynergism of the tasks that produce the desired
result. This requires examination of a task's.global nature, the interper-
sonal elements. effecting the task, as well as the specigl cognitive/techhi-
cal skills*required. CRT is an art, not A stience. It requires an
interdjsciplinary team effort that links (1) a power sourceg/decision maker,
(2) ,an expert on process, and (3) an expert on content. ' Through CRT, Dr.
Montmerlo stated, a feasible commonality or~ acceptable- per formance level
can be identified more equitably. . This technique may provide the basis for
a highly eftcective assessment strategy applicable to tife wide range of
services, many ot which are inter-related, in the developmental disability

.

»
© o, .

" 'Richard Scheerenberger:

The. pioneering ettorts of the American Association on Mental Defic-

Dr. Scheerenberger, past-Presiden. ~f AAMD.
L2 / - . .

The CEMR Program is .composed of six different categories, including
teaching, readings, and publications/professional Papars, as well as the
Category I and [l type workshops, conterences and courses. Category 1
credits are viewed as the most critical for achieving CEMR certification.

{For a detailed description of the AAMD CEMR Program, see Mental Retarda-
tion, February l979,(p. 1-2.) : '

* >

. ’ " . v
Af ter: June 30,7 1981, the CEMR Program requires that professionals, who

'd'gsire AAMD certification, earn a total of 150 ¢ontinuing education credits
-within J years and of these, a minimum of 60 hours must be earned in

approved Cateqory. 1 :workshops or conferences. Prior to July 1, 1981,
professionals can be certified by completing 75 CEMR hours of which ‘a
minimun of 12 hours must be-in Categoty I. :

Workshops, conferences or courses submited'to AAMD for ap roval prior
to presentation may qualify for Category [ recognition. Othe wise, “such
workshops, conferences: and courses can only warn Category Il status. .«

Dr. sicheerenberger stressed that the currenl -pregram was limited to
protéssionals: in the tield of mental retardation. Planning/is now underway
for CEMR Programs directed al paraprofessionals and those who work mainly
in a university setting. Any ideay or suggestions tor criteria involving
any of the (EMR Programs, present or planned, ¥s welcome. YCorrespondence
or inquiries should be addressed to Dr. Berkowit? whose address appears on
the Coriference Roster). T '

. 1
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The deVelopment ot the AAMD CEMR Program was the outgrowth of concern
for improving the quality of services which’ is addressed by Section 51}..
It®is hoped that encourayging prospectlve employment resources, whether
. public or private, to use AAMD CEMR certificatlon for personnel selection
will have a positive effect upon the service system s quaIity of . care. e

:
\ ,
1 - .
- -
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¢ ~R1chard Miller: I

Durlng the luncheon period. of the flrst day Dr. Miller shared with o
the group a description of a successful Superv1sory Training Program , )
undertaken by the Michigan Department of Social Services. -The Erogrw Ll

. 'implicatxons for Section 511 ‘because of its extensive use of conse s '
rating fn Job Analysis to 1dent1fy the critical elements inherent in a task = |
(Job) . : . e S

. ) | . . . G,

Dr. Mitter 'emphasiz‘ed ‘that this process!, like any ‘process that at- )
tempts to equitably arrive at gtandards for employee gssessment, reguires.
"time" at all. levels, of man£ement. Each person who will be using the Jobp
Analysis. Rating Form mbst be. 2ra1ned in its use &nd be given an opportumty
to practice to develgp cohfid nce in their use of :he technique. - . l

D v '

The proces{s of involving the total- hlerarchy of the orgamzatmn 1h
the setting of standards . tﬁrough consensus g,ves each -level of the organi-
zation a sense of ownership in the activity. This tends te.-boost morale

) and increase productivity. Dr. Miller made the point that identifying what

\has te be done, and how well (criteria), was the first step in skill’

assessment. Without agreement ‘on these base po1nts, any assessment program

would produce hostility, inequity and confusion.

4

3

Thomas Kramlinger:

- o : ‘
Thereh is a wide repetoire of skill assessment tools available for
those charged with assessmént respon51b111ties, reported Dr. Kramlinger.
Assessment, by its very title, skggests something is going to be compared- '”-%f
against something else. The standard or criteria. used as a model of' what
the skill, perfdrmance should be requires some type of task oy job .
analysis. What is it that the worker does? How well does it need to be
done? There are many techniques that can be used tq arrive at- this data,
but five tend to be used most frequently: (1) Observatipnal - watch the
~worker while he/she works, describe what he/she does; (2) Algorithm - a
flow-charting technique used like a stilulus-response decision maElng tree;
(3) Critical Incident -~ often used to study jobs with high autonomy where
an individual must make a problem-solving decision; (4) Consensus
GrouB - otten used when few facts are available and there is a wide range »
! opinion about what is good/bad performahce; and' (5) Consumer )
( ) Research - a relatively unexplored technique in human services, but it may

.be effective in examining-jobs with a high degree of criticism from the
client. . )

. Following Dr. Kramlinger‘'s diccussion ot the various techniques, he
underscored the importance of knowing who you are studying. When doing

' task analysis, you should always work with a mix of individubls using a

" model of high vs. low performers. The most realistic skill stidndard -is
generally found, solewhere in between around "the mid-point. ' Anothdr criti-

- - ,
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' cal issue is the use of more Lhan one Lechmque when' looking ‘at a sk. ,
“I* This dualily of risearch inéreaidy the prospect of 1dent1fy1ng what s and .
1s not job pertineht and quali related. Obviously, if botH studles find
identical, data, your chances o) being corréct. are better. When discrepen-
cles occur, you can re—examfne .the input to catch errors before implement-—
ing the program. Effective,faccurase) skills assessment is time c nsumih
-and represents a substantia inv.est:xaent if it is done correctly. - #° -’

Joseph Navai: -

‘ Mr. Nava, Assjistant
Ch\icago Region, presented a overview of the U.S. Civil Service Co
sion's resources and services théée/ﬁtate Developmental Di%sabilitie -

cils and Departments might tap tb help implement skill assessme gnd.
training system evaluation. BaS$ically, organizations operati ith
federal funds can qualify for their help. The Office of Leadership/Défel-
opment is sc- up as -a non-profit “training organization® to assis ghches

of federal and state Jovernfient. Many of the services provided g free
including numerous publications on training. -Most of their woyKshgps and
_tr\ainlg?) conferences. are avaﬁlable at a much smaller fee than. thyough most

other urces.
/

o

P : 2 i
He stribssed to the-‘conferenece participants the need to e yse of all -

the resources at their disposal, not just from his organizatibn/ but from
many ot the rother groups represented at the session, e. gey ivate consul-
tants, UAFs, and experienced hm\an service reSearchers withip/the¢ s step.

At the resent* time, The Office at Loadershlp Peveloghent offers only
one course“on’ "Employing the Handicapped in Federal Gov¢rngient," but he
anticipates more- training. programs related to employnept And serving the
disabled. Most of the, courses available in their progran//refate to géneral
mahagement, traininga4 and ice superv1sory skills h,/while federally
ofiented, are applicablesto ar§ setting. Mr. Nava exfended the offer to
the group of adding their names to his mailing ligt agd of sending them®
ree copies of/a number of pertinent tra1n1ng pub /ic ions related to
ssessment and pvaludtlon. ' /

: 4
E. PANEL REAGTION TO. DAY 41

Gene Handley ' ~ et

What wb charge our Reactlon Panel to do fjow fis not to summarize the
.Gontent of the days presentations, but,instead tg/regct individually as to
what. was bdld today ‘and how it has 1mpat:ted n hem. What they own and

for a discussion of Lhe implicationb of, the fnfq rmation and opinions we
shared today. :

¢ g
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Al Berkowitz

. ’ . ' a ] -
\ have a somewhat uncomfortable feeling about what ,Came together to

" do. ., Abopt an hour and a half 6igo I stdrted to feel like/I wassitting jn a
futual admiration society. We werc all being so teryibly cooperative and

so wonderful to each dther, so complimentary to dacly other. I began. tg
think that if all of that's happening, why are we hefe? Wny aren't we al

home in our own states doing the Lord's good work or maybe the Lord's good
work is just being done without too much of an effort.: In fact, many of
the things that-are happening in the states are happe‘n{png because we
hayen't talked about some of t:hfk’nitty gritty thit Berd Berman was talking
about, the realities of life. My concern was that jif the state councils
were yiven a certain charge by this law, and then nat ¢iven the wherewithal
to really ‘implement, but rely on the good rnature and the good cooperative
spirit that we have to deal with othgr outsiders to get the job done, we
could be running into some kind of ‘trou&r. ['m an ep-bureaucrat. 1 was
in Massachusetts in the MR department and we wereyr?rt’ of xhe DD council.

The strategy was that if they got us on that councfl, obviously), we. would
be part of their advocacy group and we wouldn . have too many “differences
of opinion. But that didn't work. ' Indeed, tiere were differefces of
opinion. , The buck had to stop someplace. We say that an agency'is man-

dated to "X" and is supposed to do'..somethinf; and needs "Y" and "Z" to do °

it. I think we ought to begin-thinking about ways to give "X" some way of
implementing "Y" and "Z". I dom't believe we can sit back and say that we
all work cooperatively because we want- td help the same poor, unfortunate
people; I don't think it's enough. My great hope wasithat we would get
these people from different agencies together today gand gain.a better.
understanding of the trialks and tribulations that the other guys are
facing, and ensure that cooperative spirit that I think is being taker. for
granted. 1'm going home with many more questions than [ came “here about
our CEMR Program, our continuing education program, in terms of how realis-
tic it is. ; Is it creating the more-causal atmésphere that Dick Miller

spoke about? Will it motivate management supervisors to stay informed? Is

answers to that.

[

it more ot an enr/’chment versus a performance strateqy? I don't have the

»

Jului*s Cohen:

LY

There are an awful lot of thoughts running around in my head right
now. . It is difficult to try to pull together something, especially for a
droup, ghen I feel 'that I haven't pulled it togefher for myself yet. ‘That
to me 15 one measure of the value of what today has been. There certainly
has been a lot of good things. One of the things that hit me very heavily
is the whole issue of the role of the UAF; of what is the UAF, and what,

.does it look like and feel like. We could apply the analogy of the blind

men and the elephant--everybody is grabbing onto a.different part of i} and
describing it differently. | listened to people who say what UAF's are or
are not and 1 always want to say "well, that's not true because we do
something difterent.” ~In Michigar, we have a major community outreach part
which Gene provides our leadership tor and is a tremendously strong example
ot what a UAF can do in working within the needs system of community

. agencies. AL the same time, 1 look at other UAFs in our region and I lsee

them doing things that the Institute just can't .do. We don't have those

]
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kinds ot skills. 'L am thinking in terms dt our collective utilization?’
! - What ditferent kinds of roles can ‘each UAF §lay? Lff we took the pnique
s}cills of the UAF's and the six states and gut them #11 together, could we
say what the elephant ‘would look like? ‘If you're ldoking for a tail
_.sectiéng, go to this UAF, or it ryou're looking for a leg part, you go to . '
_another one, of a trunk, or whateveéf. There are gomé things that we're
dble to do as UAF's that other gesources can't, but there's the necessity
to avoid duplication, the necessity to toordinate, so that we do a better
.,/ +Job *at accessing our reSOL(rCeS- cooperalively. ‘lhere's a lot &f excitement, :
.q/ a' lot of potential in that. UAF's'are also able to do diagnosis vith - .
certain kinds of individuals T think _better than most other places. 1 '
think that we can effectively demonsfrate certain kinds of -skills and
assessment, bolh for individuals gnd for systems, but how do we best access
that? ‘The whole aspect of providiiq input in the planning process, fnput
to the councils’is a challenge. The services provided through the UAF's
shouldn't be what_we think you need,‘ but. what ¥9§ think you need, and what
you think wc ' can provides. (o / : " ) . _ _
There's ene measure I use to determfjie how well p(gople know our
Institute. Lf somebody comes up and says, " ’ y.esJ we know-the University -
of Michigan, it's'strictly Ivory Tower," §I have to write that person's '
‘knowledge off. I khow they have not worked With us. If they have, we get .
a difterent ‘kind of feedback. How dogs jkhe fact that UAF's’aren't all e
theory and no substance, get inte the systei At Michigan, I think we have
.responded to agendy requests in terms of, tHeir needs and not in terms of
-our theoretical toncept of what t“ey should bé needing. I saw some really .
strong potentials in that. 1 will grant gou that some of the UAF, people -
that. I've known and the things that they are.'into. are highly theoretical, g
but there is xmééd~tor thgt, too, as paf_t w_ofl.developing, approaches. If \
Michigan neefled somethi like that, wé 6ughty be able to access it
through the ¢ther UA'F'S In-our region or elsewheres .
- S\ % :
Just| coordinhating our collective strepgths is an ‘awesome tasig‘ I was
thinkingjof our UALK's, Councilg, Stateé, Agencies and Advocates building a
.« service system like the four wheels of a;/car. Bopefully, we can get all the
“ . wheels moying down the road in the s@gme direction. 1'm excited about the
opportunity and I'm*looking forward tos tomorrow and the discussions and
sharing. Our Institfite is wtticuy(rly susceptible right now to newglirec- . :
tions, ne® charges, &nd new challenges tp bring ps even more directly into . |
impacting in the care provider system. We' can aljlj,; learn from each other.

Richard miller: ‘
I think the' general teéling ‘that 1 have, at this point, is that o
training is being perceived as a panacea to resolve a fairly complex and
complicated probldny. Even very narrowly defined.simple problems -are not
easdly resolved by! training intervention. [ would suggest that the
solution to a tairly complex [')roblem like this is going to be found to have
s a training component. In addition, it is also going to have an administra-
tive vomponent that will be essential in order for the solution to take ‘
place. Needs assesmment is not o simple process, but a very complicated
one . It getsra lot of peaple involved. ‘'That's a key to the whole thing. .
Ir'e their program, it's their solution and they have to feel as though
© t..ey had some input intq the eventual evolution of what you're going to do
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and the solution. They have 3 “buy in" s0 to speak. Tom's .45 ‘caliber.’
diagram and the nine-step method that I made reference to. as a ‘needs.
assessment tool, are similar. Those are some processes. . They are all
directgd at getting the .staff involved. One of the most powerful tools
ava\lable to resolving problems is asking yourself the question “What-does

.‘the line orglnization have at their disposal ‘right now, in order to resolve

some of the very major problems that they have?" . They don't need training
in,a lot of cases. tThey can resolve those proplems simply by balancing the
consequences of their action on the job. Tom made referenge to penalties
and rewards. You can refer to that as driving forces and the restraining

:forceg also. I would add as a kind of a -parenthetical note, from our

experience; don't add anything to a system, i.e., don't add more penalties
or don't add rewards. From our experience, subtraet things from the

.system. WheneMy you add things, the forces of evil will add something to

countermand it. If you're doing something right, and there are penalties
for doing it right, remove the penalties. If you're doing something wrong,
and there are rewards for doing it wrong, remove the rewards. Also remov-—

JAng something from a system is a way to get things moving.

Assessment, whether it's of needs, training, or any other kind, is by
nature a comprehensive process. ' I think that you've got_to involve a
comprehensive process ta impact on this particular problem or related type
problems. . 2 T ' ;

L .

Planning as a process wasljust touched on during this session. *1
would ljke to put in a plug that Y don't think that the 'subject of how to-
plan has been treatdd well at this particular session. I would like to
recommend that we take a proactive stance in planning rather than a re .ct—‘

.

ive one. ‘ ‘

Too many times we sit down and start buildinq)plqns around creating
objectives for solving problems that we have now rathé€r than taking a more
proactive stance. Let's- make sure that all the bases are covered on prob-
lems. Let's try to avoid the evolution of creating new problems during the
whole process. I think in the development of this ‘plan, it is essential to
get into defining roles, m‘esponsibiliti'es and accountability. It is import-
ant to develop a gvod scenario around tke barriers that exist to the

| ~performance and try to reduce those barriers. I heard us begin to get into

that -today. That really. is going to have a big payoff. 1 think when you
go back into some of the agencies that you're involved with, such”as I'm ‘-
represemnting here today, your problem may not be perceived as the most
significant problem to them. You may feel a little bit concerned that here °
you're trying to alter the course of sométhing and the responsiveness o

"the other end isn't really that big. I would say keep your time and

attention .focused on your problem and on your project. Don't be discour-
aged. You can.make things happen. i

°
]

Eugene Guido:

-

1 was a little mystified, ycu might say, when I got the document that

John Zany passed out (Appendix C). [t led off with an evaluation of the

law, with different interpretations of it. 1t amazes me that somebody.
hasn't used the Attorney General of the state or the Attorney General of
the United States to form some opinions as to what that .law means, at least

N - 15 -
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for<the direction ot c‘roup like Lh&b.. L saw in thatrdocument a number ‘of
ditférent ways you might interpret .tt. If you people are befudgled by what
that law means, where th.: hethk dq you think we are as the rank and file
personb delivering the seryx(.es? Further than that, the gut issues. as far
as we're concerned, and [ hope that's what 1'm hearing here today, is you
concerp about training methods and procedures that are new and are comlng
to bear in areas that are badly needed. .
L - S

. Our union members areiconfronted on a daily basis with situations that
they're not trained for ,at: all—~ 1 had it put to me very bluntly in one
instance. A union memBBr gdid, "If 1'm attacked or threatened with :attack,
what am I supposed to do? Go into a corner and protect myself by just
cowering, so to speak, or an) I supposed to defend nmyself by strlklng back?
[f you do, you're charged ‘with abuse, you're tired, you're penallzed in
some manner." * That quebtxon ‘needs to be dealt with as a training issue, at

least as far as we're concerned, but I don't know if you pegple feel the

- tive pla(.e to work at all.

same way. - ' ‘ ”

. Another concern we have is job security. with the -trend of taking
people out ot institutions, our: people just aren't staying on staff in
those places. You're not attracting the kind ot people you should be
attracting to those kind of places to begin th_h it's just.not am attrac-

4

I don't agree w1th cvcrythmg that ‘was said here today, but Qf course,

I'm not going to get into .the mcthods of training and all of that’ business:

because that's your cup of tea. ‘Inat's about what 1 got out of the session
here today. - : ‘ ) e . ‘
'S - oo ) v
Ray hamirez: . T | j
)

It started oul Loday with- Gene talking abo,’ut_ seven lines that brought
us here in terms ot looking at this particular’ section of this piece of
legislation. One ot the interesting things about this particular-piece of
legislation is that it does bring together a number of different groups of
people, councils, the UAF system, state agencies, public employees as well
as private employees, and then perhaps most importantly, the _consumer, the
people that we're actually training’ or serving.

It seems to me that this particular program doesn't have many of the

L%

things we talked about in terms of clout or the ability to mandate certain _

directions. As a matter ot fact, this particular program really brings

with it some natural tensions among these bodies. 1 think this is a very

positive thing. In a sense, as long as these tensions are there, and are -

dealt with on a day-to-day or month-to-month basis, you're go‘mg "to see

"progress -~ you're going to see movement. It's not always going to be the

direction that. the council may wart, it may not always be in the direc¢tion
the UAF wants or the public: employues but there's going to be movement. 1

‘think that movement is going to be based upon some levels of negotlatlon-

and some levels of ‘agreement .

This Conference has been valuable to me s0 far for a numbetr of

. . . A
.rrasons, one of which is the lock wb had today at assessment and planning

»or statt traiping, at the complerity of what t_haL can mean. When we
')t"
— lb .‘" “
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examine the strategies and techniques suggested by Dick, Tom and others
today, [ think we begin to realize that we're really talking about a.very
hlgh level Nery complex system. : . -

roach developing su¢h a system based upon depling with:
rent, levels in terms of service delivery —— the administra-
tors, the very highly skilled technicians, physicians, psycholog1sts, other
peoplel at tha level, as well as the people who. actually do direct care.
It brings, At least to my mind, the real necessity that ‘before we get into
-actually implementing some ‘of t'.bese steps, we better take a look at this
picture and put it into focus. ;(t;.er determine what it is we're.tr mg
to accomplish, and then prioritlze it a:j agree on which elements in
this complex system need addressing first. . J '

—
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. " SeotionsIIl.includes summaties of the two small-droup discussion

sessions, heldon @hg second dgy. " In the, first sessipn, participants were
divided into aroups. by Single functior, .i.e., State Council representa-—
“tives, State Ageéncy and Union representatives and UAP representatives.

' The stratedy here was to aqive Conference participants with similar

tunctions and responsibilities an opportunity to exchange data, opinions,

o -

and to explore future actions as effected by Section 511.

-

»

Kl

After discussing and reporting on their- parochial interesEE, they were
. re-qrouped by mixed function. -lndividuals were assigned to specifi
.dikscussion groups to provide a mix of both function and states within eac

-

. gqroup. : : S

The3Mixéq aroups then explored ways: and means to cogQperatively imple-
ment the new legislation and attain mutual goals related to Seetion 511,

The training experts, who conEributed.input oh the first day, served
-as resourck persons and’ consultants to the gqroup discussions on the second

day. _ _ : .
. ' “ . J ‘
A. GROUP DISCUSSION BY SINGLE FUNKCTION - - .
» 1. State Council Summary - / a -

The group representing State Councils acknowledqea their confusion and
concern with the legislation prior to Mr. McNeil's presentation the first-
day of the conferéence. They reported that they now saw their role as that
of intluencing and establishing policy to implement Section 511 rather than
viewing the council as the responsible agent for conducting a state-wide
petsonnel skills assessment within the care provider system for the ‘develop— _
mentally disabled. - .

14 . ‘(

" From the State Council viewpoint, the new leqislation.mandated them to'

 co-ordinate a statf development program, beginning with asséssment of

personnel skills. Barriers included the low visibility. of the State

Council as a "power" source. Many agencies and state department personnel

look on the State DD Council as a limited funding source and/or have little -

understanding of the Council's function.: ‘

2. State Agency Summary -

.

The State Agency ar§up viewed thg new legislatior? as one that was well
intentioned, Qut.exiremely\complex to ﬁhp&ement. Since the term "assess-
ment” suqgests a measuremdnt to meet some standard or criteria, the mandate
for & skillg assessment’ in Séction 511 can't be implemented tntil a needs

- assessment is carried out. Seation 511 aives state agéncies a challenge
and opportunity to inteqrate tighter planning into their state level

‘operations. The barriers to implementatiom~ range from lack of a

-
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Co-operal v inter-aqency program to lack of hard data, low priority given

to statt development and civil service or uglon policy reqarding employment L e Y
and sepandtlon procedures. . \ ~
3. UAP Sumnary e, e ' : .

N . K ) : .o

The discussants undér 'the banner of University Affiliated Programs
appra1sed Section 511 as an excellent opportunity for them to work more
closely with the State Councils. They saw their role as important
technical assistance in short and long term ptanning on staffing/training .
- isswes’, The hurdle that UAP's face is their present image among may ‘ "

. councils and- state adencies as theoreticans rather than practlcal problem-
'solverd. :

. .. ‘
The UAP's recognize that weaknesses and strengths within ‘
pool currently serving the developmentally dlsabled can have far v
impact on their ‘curricula and enrollment levels in pre~serv1ce
The UAP's al: ., acknowledch their imaqge ds an 1n—servlce training ,
could be improved and t_hey have been accused of not respondlng quickly
enouqh to requests for technical assistance from counc1ls, agencies, and
other elements within the care provider system.

%

[y

4. Swnnary_ N ’

Following the qroup reports, general comments were exchanged. The
Conference members synthesized the qroup reports into- (1} a need for closer .
co-operation, (2) greater cominnication between all the links in the care:
provider system and, (3) a.need to rcView current assessment and evaluation _ .

systems being used w1th1n the state (or"anywhere) as a model for wider
utlllzatlon :

B. GROUP DISCUSSION BY.MIXED FUNCTION; REPORTS

In the afternoon of Conference Day #2, participants were re-grouped L
into three discussion teams. The task was tqfdevelop some strategies to \W
answer the question, "In terms of “the legislation, how can we respond in a’
coordinated effective wiy?" The edited reports of the three afternoon
discussion groups are reported on the following pages .followed by the ;
Reaction Panel response, selected participant comments and closing remarks. - ’

Group ¥l

Group #1 in the afternoon session chose to present a series of three
brief reports on different strategies rather than a consensus summary. o .

John Zanq: *’

) . - )

A lirst step in addressing new Section 511 of Public Law 95\Q02 can be
the creation of a state Council Task orce to develop an overall.planning
strateqy for getting the implemertation process underway. ‘The Council Task
Force can utilize the expertise of the UAP's and any technical assistance
projects, such as the one hosting this conference, to’work up an
operat ional model ot actlon steps. Sl

S, C—
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,Ona: oL Lthe tirst thiwgs Lhe Council Tusk Force can do is work with:

state aqencies to arrive at definifions for paraprofessianal and profes-
sional providers within the system. They'can develop a six step recommenda—

tion to the Council that would (l) establish priority services that. "must -

‘be" assessed as soon as tim@ and resources permit, (2) collect plans
" related to staff training and assessment that might 'be used as models,
(3) work with the Council to draft criteria for assessments,

(4) participate in a Reqional Council Meeting to exchange strategies and .

criteria plans, (5) méet with state aqenmes to-disseminate assessment
standards and influence key state serwice agencies to act, and
(63 establish reqular meetings with key state agency training officers to

review plans, and progress. The Council+Task Force would report to the

"Council on a reqular ba515 about its activities. . '

JerrjAdqns: L o o T /

The task I was askghl to do was %o take the perspective of an Executive
Director .of a State D.DUV Planning Council and say now I would approach
Section 511 of P.L. 95-602., However, for me i makes allittle more sense

to respond as an observer of the activities of the State D.D. Planning

Councils and their leqislative mandate. Some ot the ideas presented here
came from our qroup.rather than from me. ' -

H

, [t seems to me that it would be a mistake for Councils to make %11 a

goal to meet. Rather; 511 showld be seen as a method among many that have

to be addressed to improve servites across agency and program lines.

fsd'

The Council's role is to help improve services via planning, eva ua- -

tion, and influencing activities. There can be a large difference in how
511" is approached if it is seen as a goal as opposed to a step in a larger
process. For example, if the qoal is to develop a set of plans, all that
may be necessary-is to hire a technician to meet with some key individuals

and- write up the plans based on their comments. On the other hand, if the-

qoal is to improve services, then a qreat deal of work would be necessary
prior to and following the plan development.

Individuals who have -studied human services inteqration and inter-
aqency coopegration, such as Edward Bamheier and Alfred. Neufeldt, have
concluded that mutual understanding of ‘goal$ -and philosophies i$ a definite
prerequisite to successtul 1nLeraqency successes,

_——
4,

, For example, it would be important to know each agency's legal mandate
~for training, planning,.and service; it would also be helpful for each to
know the annual (or biannual, etc.) pr10r1L1es and objectives for each
agency, and it would be qood it each agéncy understood how its mandate,
resources, and priorities could supplement the mission of eagh of the

others in the areas related to one or two: service priorities idehtified"py
the Lounclls.

i not likely that one individual in a particular agency would have

the time Lo keep up with so mach information from all of the agenciec
servind the developmentally disabled However, it seems reasonable that a

staff member could malr\tatn an understandlnq of one or tWO of the

1
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_ayenciles, If several staftf divided the work load,” as sudgested by
\ Baumheier, then at least the most' critical "agencies might bé covered. ’
. ‘a’ v :

Once the nature of theshared missiop is clearly understood by any |
pair of agencjes, then gaps in services .could be discussad. Significant ’
gapg in the suffic‘iency of services provided -by them in the areas identi- .
fied ‘as a top priority by the Council would need to be pdentified. Getting
khis .to occur presumes a rather high level of trust established par.tly' L _
through a good mutual understanding of missions, objectives, priorities, v

+limitations, etc. so that a gap r’éVealed_,by one would not be assumed to be

Caused by neqgligence of the other. In fact, attention would need to be '
focused on the alternative causes and solutions for ecach dap. Gaps that /
were identified as requiring training.as an important part or prerequisite

to'a solution would need to be-singled out for further examination.

3

The next step would be to idéntify potential providers-of training so
that they conld be involved if- the planning pv'"bc'eswfs for this training
problem. It would alsgo be helpful to identify, perhaps through the
.PQtential trainers, data and assessment procedures that might help in the
planning’ process. Service providers, potential trainers, and Counci] staff
could develop an assessment plan for training needed to help reduce the
priority service gaps identified by the €ouncil. The Council staff would *
not necessarily develop-the plan, but could be facilitatébrs of the planning
process. : ’ n

b

. 4
% After the assessment plan is developed ‘the actual assessment of the
adequacy ot the skill levels of prefessionals and paraprofessionals may be
conducted by the service providers .r the potential trainers. Getting
professionals and paraprofessionals to agree Lo having an assessment of :
‘their skill levels may be a very difficult or impossible task and could _ /
fill a whole conference with issues to solve. However, assuming that the '
service providers have the authority to do the assessments, and assuming
that the potent.ial trainers have -the political and technical skills to do
the assessments which are “rather large assumptions, then a plan to support
training could be generated based on the results from the assessments.
Again, Council statf or the Council itself may not be éither developing or
paying ftor the development of the plam; rather, their role may be to
facilitate the development of the plan by brinaing the appropriate peopile
' together and helping to organize their time together. : ' -

b
After the plan is developed, training would need to be implemented o , l
and, hopefully, service dgaps would be reduced in the priority areas identi- . to.
fied by the Council., ‘'he Council would need to monitor the process all the . I
way to the step of determining if services improved--if, in fact, ' B
improvement. of services was the qoal. rather than just to meet the legal’
mardate n H11, - 7 ' ‘

Arthur Benson:

Section 511 of P.L. 95-602 s4ould be viewed as an opportunity to -
develop a short and « long -term plan for manpower utilization which will
Link the overall services npeds to a rasponsive Jranpower training system. .

The ledislative mandates of the past few years are putting an enormous
strain. & the human service delivery system. ‘he’ fraamentation has made a.. -
coordinated and comprehensive system difficult to-attain. 'The legislative //
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mandates cannot be 1mplemcnted without a planned and coord1nated sarvice

system.coupled to -a planned ‘and coordmated manpower ut1lization and
‘training - ;Vste . . S——

Approéﬁhinq skill assessment without a conceptual tfamework cguld lead
' to "a. system which peérpetuates the present inadequacies.} If current roles
are accepted as adequate, brdken down into separate t sks and activities
and then ‘assigned to varidus levels of workers, then theré& is no opportun=
ity for the system to change and indeed no implied intentign to change it.

Sidney Fine of the Upjohn Institute of’ Employer Resear¢h has discussed
what he calls the developmental approach which I think“has more signifi~
cance for the planning function of @ State Council. The focus of this
approach is on the identification of the needs and problems of the clients,
their families and their communities. These are then described. The
planners then determine the tasks and activities required to meet those
needs. They do this without regard for who now carries out the tasks or
whether anybody is carrying them out. Finally, described activities are
grouped logically and then assigned *to various lev°ls of workers. One' may
then c¢ompare the skills available in the current system with those needed
as-a result of the above analysis. Using a framework, such as.the manpower
utilization levels described by Allan Roeher in the Canadian National
Mental Retardation Manpower Model, you could then (a) describe the overall
training needs for a reqion, county or state, (b) identify immediate needs
and lona term needs; Some jobs require advanced training, others do not,
(c) refine a long.term manpower utilization and training plan involving

“service and trajning inStitutions and consumers and (d} provide legislators
with descriptive and quantitative information. Such informatioh coulc be

presented in terms of known available fiscal resources as well as in te ‘ms
of what's desirable. = : : “

v N \

‘0 the Council Executive Director, the dévelopmental/ approach. has

significance because it can proyide a utilization pattern and an- education-
al/training pattern around which service agencies can meet and plan to-

gether. It is vital that career ladders be .available not only to the‘

proEessxonal as they are now, but also to the non-deqreed person.s

However, the step—by-st[ép approach must be planned. The issues are
complex and the arqQups concerned with the issues are many and quite often
protective of the status quo. I anticipate that the immediate demand will
be to tocWs on the direct care workers and their short term training
needs. It is estimated that 80% of the human service workers do not
require ‘advanced training. These skill needs, using the concept of
manpower utilization at different descriptive levels, will ref/}et't"future
service directions as weli as current.

iy

[n tandem w1th the 1mpLementat ion of a developmental approach, it
would be wise to co-ordinate seven other action steps.

« !

One, seek the support of key Council members who have undérstandinq,
influence and vision. Look to them to support acceptance of.the develop-
mental plan bv-Council S

. » Such

'I‘wo, identify potential barriezs to the implementation of any plan and
and see that strateqies for tackling these barriers are devalopeg

»



' ) . .. 1 . f . . . «
vbarriers may. Include: protessional licensure and®self interest, failure to p
inyolve the 'right' constituency,. lagk of understanding by legislators,

academlc separation of perbonnel by degree 1nstead of skill, and so on.
.. i Kd " )
S . Three, appraach dxrectly r thraugh 1nff8uencial Council and/or
cemmunlty people those indi xdualq in organizations crltlcal t:o any

successiul serv1ce/tra1n1ng and manpOWer uulxzatlon system.
. s, 1
v } bour, maintain a small representative task torce to.assist in>the
ep-by-step development and implementation of the plan. Choose a .
: chaxrperson able to get actxon and agreemehk:reut of strong 1nd1v1duals.
{ Y
E‘We, organize with.support of the t;ask force an advisdry group,
perhaps a consortium eventually, of concerned agencles. Make sure this
group -is kept informed. Bring ‘members on to the taskforce to assist with
short term issues. ,

4 ,- . . i

E]

: Y 4
Six, cunsider the development of a pPilot or demonstration program in

an area of the sfate which has the representative elements for ‘a service
training gystem. For example these elements could be: a state institution,
a UAP, a lpcal union, community colleges, group homed, volunteer* sevie
agencxeb Develop a consortium for this purpose.

Seven,* develop a:plan to prov1de legislators wlth informat ion de51gned
te Creadte a better understdndlng of service needs and the accompanying
manpower needs. Engouragé all Jegislation creating service demands -to also

. . provide support_ for manpower deveiorment., - ~ '

"1 believe a coordmat:ed serv;ce/tralnmg plan is needed if the presént
legislative mandates are to be met. It'S imperative, however, to pay
attention to the sources-of influence and poweér whose support is essential

+ if the plan is to be implemented. Current manpower utilization models can
provide a framework for responding to Section 511. If we respond to the
literal wogds of the Section, I belleve it wilk not 1ead to success. |,

Groug ‘I'wo (Ray RamL;:ez) .' o ' ' .

In Group "Two, .we pursued btrategles centered around who needs to be
involved, information on who the players are, and the -benefits that the
'playerb get from making Section 511 1mp1’ementation a high priority.

'

lt :. the’ feeling ot our group that the development of an overall
strategy is critical to resolving the 1mplementdtlon pyocess. Since the
State DD Council is mandated to carry Qut the process, under their
auspices, a small committee should LDe appointed to carry out the
developnent of,, background materials for unplementatlon.

Y

'l‘he special committee, or Ld.sk foru_», bhould focus on-identifying the
key - decisiori makers and peolicy makers in the important ségments of’ the care
.provxder systew. For example, state agencies, uflions, certification

i groups, consumer/advocate groups, LD Councils; educationdal agencies, UAP s,
and &mrvice providers. I

-~
-
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Te gommi.ttéé. would .Lh‘n be responsible for identitying the benefits
or motivation factors that would enlist the support of the target
influencers. ; oo ,

UAP's might be approached to support and work with tiie State Council

based on their desire to improve their pre-service training programs and

expand their opportunities to develop marketable in-gervice programs. The
UAP's cén be wooed based on improvipg their ima%e in the community as
résponsive and action oriented to the public nted. They can also be
attfacted by the possibilities of opening-new research challenges and
fudding opportunities. ) '

Stateg agencies can be contacted and their support won over by perhaps
appealing to the ego. The department or bureau chief can be sold on
building up his status as a leader and winning recognition within the state
for his position on the subject. It-can be pointed ouf that a more

" efficient use of manpower means better utilization of resources and perhaps

¥

enable other "pet" projects.of key people to be addressed through

13

participation in the 511 implementation activities . .
‘ support from influencial D.D. Council mpmbers can be won through
appeal to benefits of the program resulting in more efficient use, of
dollars anc{ people resources, as well as’ improved,quality of services.

It's ;em‘eral ly agreed amorig our group*'that the key to success lies in
the identiffication of the power base within each state system and devising
‘effective ways to tap it. : o

'('Group Three (Paul Shanklaﬁd)

“

the Council. It was felt that the Developmental Disabilities State
Councils should décide what is to be assessed within the Council's

. established priorities. 1t was felt it was also appropriate for the

Council to set a genetal strategy on how to go ahout asseSsing skills and
training programg. This should be carried out with consultation from
labor, from managemerit, and with client representation. This consultation
can takevarious forms in .the different states. For instance, in some
states client representation can be accompl ished well by Protection and
Advocacy:while in others it may better be &tcomplished by voluntary
associations. ' o o

Beyond assessment, it was felt that 'the Council cpuld also identify.

resources for training at the level of coordination of training among state
agencies. This correlates well with the coordinative function ot the
Councils. ‘They.should be able to, as a result of the assessment, identify
training resources within Jarying state departments; private agencies and
other aspdgts of the service delivery system that can be shared across

ditterent facets of the system, theréby reducing duplication anda

"reinvention of the wheel." .
[ ) “

It wAs felt that the state agency's role has two main agspects; the
first, pr

?, [ £3
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our discussion’ yieldsed the following recommendations for the role of  ~_

iding the base line data for.determining what to .asSess and what .
strategies may be used for assessment. "Second, the state agencies are the .

L
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‘loyical ones to perform the actual assessment., 1t was noted that this .
needs to be done fram the top down so that management skills, as well as
hands-on bklllS, are .assessed. I1t's also recommended that the State
Personnel Divisions or Departments not be peglected in this process because
they could offer resources in thése processes. The management skills
assessment need was emphasized as a need because therc was a strong feeling
on the part of many people that hands-on skills training often exceeds the -
support and wotivation -that emanates from the management system, resulting

in ineffective service dellvery that people are often tempted to try and -
remedy through fur ther tramlnq. A,
' . d ~
It was fellt that the U.A.P. could best carry out its role by
continuing to relate to'its training mandate and function as a resource
(along with the’others) to State Councils on training related issues., It
was felt that the U.A.P. could provide technical assistance in planning for
the process using their experience with training issues to aid the Councll
in making wel' informed decisions about- assessment .strdtegies which will
serve the delivéry systems as well as comply with the requirements of
Section Sl1. : . | . .
The group was also involved in a discu$sion ot the role of the union
in the process. 1t was felt that the unions now the an opportunity to be
proactive in being supportive and making recommendations about the
assessment of skills and the development of training programs. They can
forestall many future difficulties and hegotlatlons problems. In the past,

the. unions have been jn the pgsition of reacting to difficult situations
that sometimes develop from emproyces facing ‘inrealistic éxpectatlons that:
result trom inadequate training. - - ot -

.

Union involvement in this assessment process wl. | also enable them to
assure that state adrmm.:stratlons and\DD Councils continue to-be aware that
as they ask employees to train for and carry out greater responsibilities
-that there are responsibilities on Lhem as employerb to respond to the
increasing needs of Lhc‘employeev Co " :

[t Was syggested Lhat unions.see k membership on Developmental
Disabilities Councils although the: *group did not go into the details ot ‘how

the Governors weuld go about ¢eciding which unions or union representdtlves
might .be appointed to the Lounmls.

- -

C. PANEL 'REACTION [0 GROUPy DISCUSSIONS AND RECOMMENDATLONG

Gene Handley: Introdtxgtior}
e

_ We have covered a greaL deal oL content in these two days and have.

diseussed .a number of blrategleb related to the implementation of

Sectiomn 511.  Qur reaction panel will now be asked to reflect on the past
two days from- their individual perspactives. : '

.

_ Jdlle (ohen ' ' *

r——— i e

- N ‘ -
I would have to say that in preparing my sunmary notes, 1 was heayily ,
frt Luenced by the omani/ation tnat the yroup 1 was in went through. The

'.. »
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, sequenc ing ot 1t came very-mucly trom our ‘'second discussion group.. There
o seems to be a certain number ot i sues that we have- to addre!ib. The first
one comes under Lpe ht‘!ading ot/ "identitying." ‘lhefe seem to be a great
nunBer of subparts to that; jden 1fyInq the actors and the actors are not
only the people, but—the act r*s systems. 'The systems are the ervicé
agencies or the groups made jpip ot the actors. We must identify the
information on those indjividuals or units, what makes them tlck where do
they‘get their M&M's, what kinds of pressures are they responswe to, and
what kinds ot approache$ would pay off for them.' ‘Then,.still <in terms ot
identifying, 1dent1fymg the specific people that we want to work with. [
heard great arguments /starting at one end that the’ action movers in the
agency might be at some secondary level in the agency and we might de
. better identifyilng em than trying to work through the top of the system
and bring pressure' géwn. 1 mentioned identifying the benefits, but it can
be a barrier thay/there are npo mandated kinds ot interactions, and yet one
of the positive #&spects may be that by identifying the benefits for better
dgency interdction you can build bridges to dev.:lop reldtlonshl s and move
programs. * 'The last aspect I have of jdentification 1is of the, resources.
It includes the people resources, the dol.ar resources, and other
resources.’ lt ‘translates into much more than just furds. As 1 listened to
the second group reporting earlier, I was tmnklng that oné of the
resources that can be of -great profit for us is the union resource. Here
is a set ot people wilh a particular orientation who are here today and
have been drawn into this discussion as a proactive rather than reactive
step. It fit in well with where 1 was.looking at resources.

he need to go -throuyh the 1dent1flcat10n process is the first pdrt of
an actlon ‘plan. “lhe second. aspect, fn terms ot implementation, is the
development approach, a "planned approach" The best way seems to be
agreement that the reeponexblﬁly In Section 511 law is with the Councill.
How does that get implemented? What is the strongest strateqy? How ‘do

P

activitiedg), such as this conference, get built upon so that there is

opportunity’at a later point to draw on our common shared experiences?

Then tinally Lhere's the aspect of -"sellin ."  Somebody said the
Counc'l.'s role is to sell this. That may be. There may also be some of
these\"actors" we spoke of earlier who could be good sales people too
because“something they're trying to do could be really helped by something
that we want done. There's need for strategy around how we present this to
the people in terms of their self interest. "That becomes important.

[y

The next step +dis the "communication link". [ think this kind of’

conference 1s a good example of one level of ,settiny up communication
inks. | could sce links within states, the same cluster of people, but
"% state by state. | can see the same links within the systems as the
-+ councils acrosg the region. or the UAF's around this conference. ‘lhere are
ditferent ways of structuring, and eventually you end Up with the network.
[t's sort of like-that Ma Bell Telephone switchboard that they show in
their advertising. You can go a lot of different ways .to get from heré to

- there and they facilitate that by cnardinating dlfferent pathways. That
facilitory kind of comnum('atlon plays ’n important ‘part in the eventual

implementation, . ,
. \\f \ !
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My linal’comment 15 Lhal Lhe product that' gencrates out of the
activilies here may be six very different products tailored to six very
difterent states, and yet some of the processe, some of the actors, some -
of the etforts alony the way would be very much the.same, state-by-state.

: 4 4 .
./-’ § M
Ray Rameriz: . ° . : ; \

1 'would liké to begin by discussing first the meeting itself in
general ard the, people that were brought here. My first reaction is that-
this has been a very positive and learning experience tor, me, from a nunbe§
of points ot view. First pf all, 'l think that there has ésf? a sharing o
some new resources and new potential sources that we have ot seen before,
both in terms of what we lLearned from the state personnel offices, from the
unions, trom the federal government, as well as effectively using N
consultants in this,particular process. One thing 1'have some concerns
about is that Minnesota and Wisconsin planning councils were not here.

On an overall basis, 1 would say that one ot the things I was
impressed with was that there was a meeting being held on strategies to :
develop and implement a section of this particular piece.of legislation - -
that we're engaged "in. | wanted to, come and hear and be a part, of that and
discuss it. As I said, I found we learned'a lo of things with new
resoutces. -1 think that as a step, in terms of further direction, I think
that each council has a lot of its own work tgedo. I think that many of .
the strategies outlined by the various workers are vdry. similar in terms of
direction and goals and movement that they would use. ' think -there are
also some things that need to hapax.n al the regional level. Thefs.could be \
assisted by the regional office or vy a regional technical assistance
group, which UAF's have always.had, but councils have not. In a sense, you .
see the benefit today of having some assistance at the regional level which e,
brings together a group. Essentially this has been a meeting which has
been directed at UAF's. In addition to UAF's in attendance, we have
councils, we have other individuals, but it's been directed at helping
UAF's in terms of theit strategies toward_ moving and assistance of
implementing 5i1. I think that's bagn very beneticial. 1 think that the
same kind of thing wilh regional councils would also be an effective 4
mechanism, ; dr

kEmilio Guido: . = . . L , ] -

JToday's sessipn was much more illuminating for me than yesterday: As
indicated, we got into quite a discussion as to the union's role and maybe
there are some misconceptions of what the union is to begin' with.
Generally spemking, the union is a reacting agency to an action by the
employer or his designated agents. It's been felt that since AFSCME, for
"example, has most of theé public employees involved,. we shouldn't have
recognition in the job planning process in the individial states. We have
ho input. We have no members in your.organization and we have no input in
anything. that goes dgwn. wWhere we do, where we have labor contracts, we *
react to-maragement actions.. It was suggested, and | think it was an
‘excellent suggestion, that we ouyht to be about getting representation on
the DD Councils. I'm going to lcok into that vary definitely. If 1
learned nothing else, 1 think that's a good point end I think we ought to .

e wolved in that. " The role of the union in 511, a8 tar as I could See,
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was the part that talked gbout the maintenance of the employee wages and
"fringe bhenefits. There should be guarantees of employment when, they

+. implement deéinstitutionalization. There should be no loss of jobs for

those employees. | Efforts should be made to guarantee the employment of
such employees. I thought also‘'that for better delivery of *services we
should talk to the people and find out what they want to do. It ought' to
be an assessment ot what should be done as opposed to what is belng done.

I don't know if thlS hext sub]ect has been addressed to any large
‘degree. The subject of responsibility of enforcement of decisions once
they're-made, who does it lie with? ‘In today's sessions, it came out that
the DD Councxl should be résponsible for that, but in many 1nstances they
don't have the wherewithal, As 1 understand, DD councils are appomted by
the governor and the Gltimate responsibility lies there. I think that's

., ~ where it has to go, to the governor. I don't think it can go anywhere .

else. Beyond that, ov'ertpll, the sessions were good. It's going to cause
some action, hopefully, gome in our organization:. that you may see in the

. mmedxate future.

1
1

i

R1chard Miller: i

In general, 1 feel :that we have been treated to a very fine, well
orchestrated session and 1 think that the two pr1nc1pa1s at the front table -
should recewe our prame and acollades for that. . -

(Jettmg down to soige of the reactions and some of the thlngs that

“weren't covered, | think that there was an emphasis on training and [ tHink

.thal that was the redson ‘why we were here discussiny assessing
competencies. There obviously is another relationship go on somew.ere
else where they're probably considering the larger picture}ﬁgl wouid echo
some ot the sentiments of Julie that there are linkages that are required;
you just can't’take these things singularly as they are composed right now
and treat them in a,vacuum. There are linkages which are absolutely
essential between thxb thffort_ and overall change that you are’ trying to
brxng dbout ”

[ have seen a lot of trammg events and a lot of training activity
when training was pr‘ncipdlly the only activity that was going gn. I'rf’
general, training, when it's done all by itself doesn't ac¢complish dnythmg
at all. 1 think :.Alzat there are othetr competitive activities and
Partnership activities that have to be identified, and should be
tdentified, so that tttey move alorny as quickly as training moves along. The
training technologyy the technology of how to to assess training needs, is
so well established tHat| they could tear along at a very fast rate. They
could accomplish t_hat1 objective very quickly. 'However all the other things
that have to happen, gnég: sheuld happen at the same time, may not move along
quite as well withoyt: identifying, and in some way enunciating, that those
activities must occur k the right time in the whole process. So, 1 would

_tharqu all of the cduncils with the responsibility of identifying those
activities. ‘'hey have to occur at the same time so that the trajning will
have some impact; wilkhout those other ?@tlwties, training would have no.,
impact--that's predi >table. There shofld be some guidance from the
councils, or from some body of people stich as this group, to create a more
comprehensive. assessmeht of all the things that should be done in order to

1 s ).
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reach the d&%i‘re;d result s, For ,;-xamplc, quidelines or detinitions of a more
comprehensive approach to plunr’ing and what'is involved in the planning.
process itself. 1 think"we all have elements of, what will go into the

planning, but hot the planning process itself. Guidahce is“needed so that .

people will get on the same track ot idéntifying the missions, goals and
objectives that are required in the 51l process. 1'm not suggesting that
the councils establish a total comprehensive planning process at the
beginning; what [ would like to see them do i$ create a skeleton of what
their planning would be; bounce that off some regional group, and then get
same kind of general agreement before they flesh it out 'and move into a
more comprehensive one. o e . -

I think .we discussed veéy nicely the roles, reSponsibilities and the

_accountability of the councils and the UAF's.and some of the other

indredients involved here. 1 think that sellind 511is a most critical
issue and should not be wnderstated. There is no doubt-that we are
enthused, but you might tind out that some of the agencies which are very
essential to the success, such-as mental health-agencies, fave .competitive
problems going on, Either the média, or legislative related activities can
inspire their enthusiasm in different directions than 511. I think.that

there-has to be a fairly sophisticatad, fairly comprehensive selling - job
done and that shouldn't be underestimated. [ think that we did accomplish

the objective at 'this conterence of. creatihg some guidance :in a variety of
8kills assessment alternatives and options that people have. I would
suggest that, in general, the councils focus on providing guidance as to
how this job has to be done, rather than providing r‘ﬁ-@}es, regulations and
policies as to how it will be Jone. 1 would caution you that you are down
to a two variable system--you have mc.“ods énd. you have results. If you try
to specify both the results that you want and how people will arrive at

" those results you ‘are overspecifying that system. You won't get .the

results that you want, or’ people are going to gleviale from those methods,
and they will be very-creative aboiit doing that. So, put the emphasis on
the ribylts that are required from 511 and allow people to do their thing.

D. Selected Comments from Participants: Reaction Lo Panel, Day #2

Ron Kozlowski:

Certain state counc’?s are at different devels than other councils.in

terms ot doing or pertormifiy some of these training process functions at

the present time. A confereffce like this is going to assist us in the
sense of reassessing where we are, but implementing those kinds of things
has to be done at. the state level. There are some things that could take
place at’ the regional level. Among those things would be for co'unci_l(s to
meet and assess essentially the entire legislation, as well as 511y in
terms of how it relates to Lhe*de\livery of services. In a sense, develop
strategies for councils.to work towards implementing the entire piece of
legislation. Nationally, these kind of things coyld be carried a step
further. 1 think what woilild have been most helpful would have been the

" publicdtion ot the rules and regulutgons at the time they were due six

months after the legislation. ‘Then we would all be in a clearer position,
not only in terms of 511, bt the total "piece of legislation. 'Those Wind of
trings really inhibit. 1'm sure it effecls some of the regional things
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that could -take pl‘ac‘e, as well @s. some of the things that néed to-take
place, in each state. * A | -

.
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Mike, Tracy:

One of- the obvious problems we have in this particular field is one
“which is probably not different from some of the other human service

fields. . A direct care provider in Illinois might be called the directg§ :

service paraprofessional; Michigan might call them something a little bit
different, and so on, but if we really analyze-the performances or tasks

they are doing, ‘they are really very similar. I would think that a generic
skills assessment is viable. : i .

¢

Paul Shankland: .

I think it's crucial to realize that in supér organizational efforts,
and by super I don't mean superb or excellent, ‘but rfather umbrella
organizational efforts, many errors are made because of large groups that
purport to represent a large number of a populaticn. A regional advisory
group,like that proposed, is one where there are ptentially quite a number
of errors that can be jmade, a lot of traps. I would suggest very strongly,
that at least in the initial ‘stages; as a result of this . conference, we
ought to facilitate the grass roots and go &ll the' way up the line with
input gnd ownership. Every single federal effort ‘and-state and ‘local
effort that I've seen that's failed has ignored the actors,.ignored ‘the
ownership and selling aspécts. They said we have mandated it, so it will
be done. | think human beings are -the most complex Systems: in the universe.
And we will find a way to subwvert anything if we do not se¢ we have a piece
of the action,’ if we have not taken back that little proposed projéct ind
at least had a chance to chew on it. I think we need 'to realize that. I'm
suggesting, that probably the next step ought to be some kind of regional
coordination effort, but only- that. This effort ought to be in,terms of
Facilitating and building of ownership into the system. It's a lot of work,

a tremendous,lot of work, but I think the end product-which you may not see”
for a year, gll be something that literally ‘the people will be very hard" -
pressed to tear down. So I'm questioning the regional body on .this, and I'm
also suggesting that the opportunity be made for structuring the' inputs
right up the line. I think the communication is critical here in terms of
moving the products up the line. I think you need to have some people.who

~are really astute in terms of knowing the system as well as process tgpe ° <

people, whd know organization, who know what things make a program click.«*® . . s

Give them each a body of different actors, that basically have ‘respect for
dach other, but who don't already have fixed solution and coo,r'dinate;héir
eftorts. ° ' ' '

den Berman:

[ think one ot.the things that I hear coming from the discussions
teday -is that because of the tremendous diversity of the various agencies,
until each of the elements sees their own self—irit;erest involved, it's
going to be difficult to achieve some of the things we want. Our situation
is like that of the fellow who was the worst soldier in the army. He,
" failed miserably at everything and the top brass didn't know what to do
with him. Finally, they called in this one officer and said, "Look we have
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Private Smith and he is thé worst soldier. Nobody can do anything with
him. We keep transterring him from unit to unit, but ‘he just keeps goofing -
~off .all of the time. We've had it with him! This is the last chance. See
if you can do anything with him, if not we'll court martial him and kick
him out 6f the army." Low and behold in 24 hours, Private Smith is up for
. the congressional medal of honor! He's become the number one hero of the
armed forces! Well, the genergls can't believe it! So they call in the
lieuténant and they say, “Lieutenant, ‘what is this? We're putting you up
for captain because you turned this man completely around in 24 hours.
Smith is our number one hero. How did you do,it?" And the lieutenant
reptied, "It's very simple--I handed him a qun and said, 'You're in
business for yourself!' So, I think if we can, in a sense, encourage
ownership and investment by the ageficies and organizations in doing skills
assessment, then we'llsbe able to implement the mandate. Through the State
DD Councils, with perhaps assistance from the UAF's, we have to sell the
care providers that they have something to gain. Then | think we will be
~able to move forward with some of these assessments and evaluations. We
N may.not like.it, but .people are asking us to be accountable for what we are
doing. They want us to be able to generate data and defend what we are
doing in ways other than saying we are helping a lot of people. They want
quantitication and they want quality. And our dollars are tied to it. So
we have to begin to look at ways to generate that hard data. I think we can
db it with some of the.strategies that we kicked around during these two
days and some of the communication links that we established}
. . R . { - . .

Concluding Statement: Gene Handicy — ° o

\
L

In closing, "1 would like to :comment, not on the content of the
meeting, but ornt the process and the people involved. Regarding the
-process, we believed that Lhe,.mgetir}g should. take the form of a
consultation/conference, .which i@ :really an attempt to provide a
consultative environment. We ‘hgped that you would interact and confer with
one anothe&tr as you had access to cgnsultants and as you assumed the role of -
consultant to others who were here. 1 saw that-happéning; 1 hope you
experienced it yourselt. 1 hope that this consultation conference gave you
an’ opportunity to say and to do some of ‘the things that will leave'a\
. positive memory worthy of two days of effort. '

Regarding the process, it doesn't end today. For you, it continues
when you return to your agencies and organizations to consider some of the
options and ideas discussed at this conference. For us, we would hope that -

- we can continue to be helpful to you through the grant that formed this |
conference. It charges us with the responsibility to follow up and we will
be doing that in two ways. First, to develop proceedings, a document in
which we'll try to summarize the positions represented at this-meeting. Wwe
have audiotaped all of the sessions and we will be making future decisions
as to how to use those as well. Second, we will be surveying each of you
in a few months regardiny the impact this meeting has had. What steps have

-been taken? What's happened in your state? what do you suggest be done
next? Wwhat would you liké to communicate back to those who,were here and

. those who were not here? We look forward to your continued participation
with us and thank you for "your valued contribution to this program.

=3l - oy .
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[V. Sumary of Recommendations - '

’

4

At the conclusion of the two days, there appeared to be copsensus among
the Conference participants on the following points: o

A.

C.

y .

Implementation Responsibil ities

l. The role of the State DD Councils will be that of developing a, .

*comprehensive plan for and encourading agency participation in
the skills assessment of personnel serving the developmentally
disabled and evaluating the impact of training on the care
provider system, ' Il

2." Thee actual mechanics of assessment are best handled by: the
individual ‘state agencies and other provider units in the
system. University Affiliated Program staff may be a valuable
resource in the design, administration, monitoring and

. evaluation ot the assessment. '.

State DD Council: Action Steps

b . -

The First step.should be the appointment of a small committee or Task
Force to develop recommendations for council action in the areas of
skill assessment and the evaluation of training. Members of .the Task
Force should be selected from key provider agencies (e.q:, education,
social services, mental health, public health, vocational
rehabilitation), union and UAP representatives.

In addition, technical assistance personnel, including private
training/manpower development consultants, may be utilized hy the
rask Force. 'They can be employed for shorf periods as members of the
Task Force when required.

[} ! 1

Task Force: Short Term Goals

In the developmént of its recommendations, the Task Force might do
the following:’ )

v

‘1. Identify priority services for assessment based upon state need;

2. Identify key decision and policy makers in priority Servicés who
might be invited to participate in this process. . Identify

S

*influencers" in the system in all service areas to establish a

power base as part of the implementation process;

3. Identify training resources (experts/facilities), including
_ State Personnel Division or Department and the Office of
Leadership Development (U.S. Civil Service); '




4. Collect préliminary data on existina assessment and evaluation
sLrateqies as models to share with Council and Agency.
Administrdtion;’ o
. " a " ’T.. > "

5. Assign edch member of the Task Force responsibility to obtain
data from at least one priority'service updjt in the system.
Data»can ingclude (1) qoals/objectives, (2) legal' mandates
related to training, -and‘ (3) attitudes toward training;-and

6. Develop a Yeport of ‘recommendations to the Council inclﬂa“ing
+ purpose, goals and action-steps .for implementation of
recommendations. The recommendations will become part of the
state Plan and may’ sudgest the continuation of the Task Force as

a permanent committee on "I'raining and Manpower."

.
LA

Counci'! and Training and ManPower Committee: Long Term Goals ¢

As the deinstitutionalization process continues, service requirefents

and support systems must underqo rapid ohange. . Manpower development
priorities based on the “chanqing service needs will require an
orndoing personnel assessment/evgluation cycle. A more proactive
policy is required and might include the following elements:

1. Systematic needs assessment of clients, familiés and communities
which lead to improved d_eterminations of manpower and Personnel
training needs; . .

2.  pProfessional task analysis and job desiqns based on quality care
. requirements; and ' .

3.  Development ot -a meaningful -Manpower Career Ladder to attract
.7 ‘personnel to the field and retain them in the system.

& 1
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REGION vV CONSULTATION/CONFERENCE

“DEVELOPMENTAL DISABILITIES PROFESSIONAL/PARAPROFESS|ONAL PERSONNEL

_wednesdayflJune 27
8-10:00
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v
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9:45
10:00
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A\
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1:15 ©

-

-~

2:00 \

3:00

3;30
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SKILL ASSESSMENT AND TRAINING

FINAL AGENDA

Informal Reception at Hotel

';Opening Remarks and Introductions

Welcome

Section 511 - Content and Intent

Questions and Answers-’
Coffee

Current Efforts in Training and
Skill Assessment

Professional Association Per-
spective

Lunch - ”System Management
Perspective' :

Region V Efforts to Date=

State Council
UAF ‘
TA Projict

Skill Assessment Strategies
Reaction Panel:

\. - UAF
" Professional Association
Paraprofessional Association
State Council
Systems ‘Management

React ion\(anel : \
UAF o

Professional Association
Paraprofessional Association

State Council",

“Systems Managenent

Summary Remarks an&\lntrOGUCtion
of Tomcrrow's Agenﬁg
A .

- AN
- .

- O P D

LM

o DM P

. Handley

ar

Handley

Vogt
Kozlowski

. McNqil

. Montmerlo -
. Scheerenberger

. Miller

Ramirez
Benson *
Handl?y

Kaml inger

. Cohen
. perkgwitz
Guido °

Rami rez

. Miller

. Cohen.

Berkow|tz

Guido "€ ~

Ramirez

. Miller
. Handley
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) Fhidhy. June 29
~8:30
o 8:ho
9:00

-

12:60
1:00
1:30
3:00
3:30°

L:00
b5

¢
¥

Opening Remarks - . G. Handley

- "Resources and Process'' - . J. Nava

Small Groups Discussions By Function *

1. State Coancils ' .
2. Staxe Agencies/Unions

3. University Affiliated Facilities

Lunch

>

’

Repofts By Groups _
Small Group Discussion By Mixed.Functiodﬂ
ports By Groups '

Impact of .Strategies/Recommendations:
Panel Response

UAF , N J. Cohen
Paraprofessional Association, E. Guido
State Council R. Ramirez
Systems Management R. Miller
Discussion and Conclusions - ’ Y
Closing Mjimarks and Adjournment - - 'G. Handley
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& . INTRODUCTION ' o ' i

| \

The Developmental Disab{lities Assistance'and Bill of Rights Act of 1978

stipulates that state plans for developmental disabilities must provide

for an assessment of the adequacy of the skill level of staff skrving the

developmentally disabled as well as the adequacy of state plans and programs

. supporting the training of such staff. Accomplishing this requirement ¢

necessitates clarification of at least four factors: (1) the intent of

.the legislation; (2) the Michigan State Planning Council's position on
planning for training (the Giyncil's position has been clarified and is

“included herein); (3? state p%ans and programs supporting training; and

(4) the State Planning Council's role in ##&essing the adequacy of skill

- lebels and.state plans and programs. This section of| the  State Plan for

Developmental Disabilities reviews each of these fact identifies

specific nceds for complete clarification, and concludes with performance

goals for achieving clacification and meeting the mandate of the law.

The' perform \ce'QOdss inyicate\the State PTanning Council's general intent

. and direction towards assgssing the adequacy of skills and state plans and
programs during fiscal yeanT$80, ' 2

’

s
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Section 133 (b) (6) (A) as Amended by Section 511 of the Developmental
sabllities Assistance and Bill of ﬁignpgrlét ) R .

‘The Act stipulates that:

"The [state] plan must provide for--- .
"an assessment of the adequacy of the skill level of
professionals and paraprofessionals serving persons with
develogmental disabilities in the State and the adequacy
of the State programs and plans ‘supporting trainin? of -
such professionals and paraprofessionals in mainta ning
the high quality "of services provided to persons with
developmental disabilities in the State." :

The draft regulatfons promulgated pursuant to P.L.'95-602 have not
provided clarification as to state planning councils' specific .
responsibilities under this provision. Since 1t is not -anticipated
that final ‘rules will provide additional information and because
development of reasonable interpretations will b: time consuming,

the Michigan State Planning Council will begin immediately to 1nterpre£
the provision. : . . :

. v
The following interpretations of the provision's various parts 1llustrate

the provision’'s va?ueness and the need for a careful and thoughtful
approach to determining its meaning. ' -

" [state] plans must provide for"

The appropriate interpretation of this phrase is critical
because it will determine the State Planning Council's level
of involvement in the assessment of skill levels and state
plans and.pro?rams. This phrase: cbuld be interpreted to
mean thatt (1) state planning councils must actually perform
an assessment; (2) state planning councils must include in’
their state plans a methodology for such an assessment; or
(3) state planning councils must include in their state plans
an assessment but not necessarily one that is conducted by
the state.planning coupcil, i.e., performed by various
departments and/or agencies responsible for personnel serving
the developmentally disabled and the training of such personnel.

"ausseasment qf the adequacy" ' ’

-

This phrase.could’h8ve the following 1mp]1cations for each
target of assessment: - :

(1) "skill level” State planning'councils could:
. - 1 '
(a) perform task and performance analyses of every
professional and paraprofessional serving the
developmentally disabled; : ‘

'(b) examine job descriptions, assume Ehat staff = .
possess the skills required by the job

- -h3-
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descriptions, and detern%n// Qob descriptions
* . require the adequate skills for serving the ,
developmentally disabled; or - - -
(c) request each Lgency to assess the ‘adequacy of
the ski1l level of its staff serving the
deveiopmentail< disabled and provide the.
- state planningicouncil with the results.

22) "State p?OgraMs" State planning councils\cou1d°

(a) 1dentify elements essential to any program providing
' training.:to staff serving the developmentally disabled
and determine if agenches responsi?le for training
’ have included such elements in their program(s);

‘(b) perform eva]uatigns of state training programs; or

(¢) wuse the results of evaluations conducted by those
agencies responsible for training staff serving the
developmentally disabled.

(3) "state pZans” State planning counci]s cou]d |

(a) identify elements essentiakhto any plan support‘ng
the,training of staff, serving the developmentally
disabled and determine if state agencies responsible
for training have included such e]ements in their
plans; or

(b) in cooperation with each state agency responsible
for training staff serving the developmentally
disabled, identify essential plan elements and
determine if the plans meet the criteria developed.

: \ )
%profbasional" and ”paraproféssional" , ‘ ¢

Functional definitions of these work categories that apply to al]

jﬂ' £state agencies do not exist State pianning counciis could:

K

(1) define the work categories so that they apply to all agéencies; or

(2) have each agency which ordVides services to the developmantally .
‘ disabled define each term. - . v

In both alterpatives, state planning councils could decide that
only professionals and paraprofessionals employed as state civil
servants would have their skill levels assessed for adequacy

|
State planning councils must also decide if agencies which serve the develop-
dentaliy dfsabled but have neither training plans nor programs should somehow
be included in the assessment process. That is, should state planning councils
;denti;y those agencfes which should have training plans and/or programs but
o not

by L0 L e
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The foregoing'1nterpretations of the provision's parts are aot intended
to be exhaustive but rather to underscore the neéd for a careful and

thoughtful analysis. Certain interpretations, for example, may require
far more resources than are available to not o

t nly state planning councils
but other state agencies as well, _ .

t
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MichiggnﬁSﬁote-P{gnang Council's Position on Planning for Training

-

The Mich1gan State Planning Council be]1eves that careful and: thorough
planning is a prerequisite to successful training programs amd that a
plan or program document is an integral part of any training effort,
The personnel assessment provision of the Developmental Disabilities
Assistance and Bill of Rights Act is an opportunity for the State
Planning Council to assist state departments in developing plans and.
programs that more effectively provide trained personnel to help meet °
the needs of the deve]opmenta]]y disabled.

Plans and programs for training staff that serve the developmentally
disabled should reflect deliberate decisions regarding goals, objectives,
strateg1es, and evaluation. A complete plan or record of these decisions,
however, is sometimes sacrificed because of .1imited time .and resources.
Agencies are sometimes inclined to develop strategies or training curricula
without documented needs or written ob3ect1ves Evaluation of the training
effort is then hampered because there is no record of what the curricula

were specifically intended to accomplish. Such a sketchy approach to X\

3

tra1n1ng could lead to cost]y duplication of ineffective strategies.

The M1ch1gan State Planning Council seeks to do more than simply judge
training plans and programs to be adequate or-inadequate. Where complete .
plans or programs do not exist, ihe Council intends to work with departments
~ to develop a well defined approach .> address their training needs. This
“portion of the Personnel Resource Development Section emphasizes the need
for-both training plans and training programs and identifies ‘the essential
elements of such a plan or program. Together, these elements form a
‘framework for developing criteria to assess the adequacy of training plans
and programs during fiscal year 1982,'

&

Alexander Braun recently indicated in the Training and Development_Journal
that organizations engage in training for three principal reasons: '
(1) to accommodate to personnel growth and turnover; (2) to prepare
employees to perform ‘newly-created duties and responsibilities brought
on by changes, in organizational objectives, structures, laws, policies,
and new _technology; and (3) to improve the ability of employees to >
perform presentsar -future duties more effectively. The extent to which
“an organization achieves these goals, however, is greatly influenced by
the thoroughness of its planning process. For example, the federal
government spent approximately $24.5 million in 1976 on short term
managerial and supervisory training, yet -little or nothing is known
about whether the benefits derived were worth the expenditure. Z Braun
has implied that an effective training nkeds analysis would have greatly
assisted the government in determining the benefits of its training
~ programs.3 However, a traintng needs analysis is but one essential step
in planning ‘for training. The planning process for developing training
wtivities should include, at‘a minimum, the following steps:

> "“6"'. 5‘) R '- | | .
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‘élg determine needed skills; (2) assess the available skills;
3) determine trdining needs using the prior two factors; (4) assess
available training resvurces; (5) formulate goals and objectives;

(6) develpp strategies or standards 'statements which describe specific
performange required to reach each objective; (7) select appropriate
teaching strategies; and (8) develop an evaluation system.

An effective training effort, however, not only requires a planning
process but also a plan. A plan is basically a reflection of the
planning process. It might also.be considered a record of the results

of decision-making conducted at each step of the planning process.

Thus, a plan is a set of desigions regarding-goals, objectives,. resources,
strategies, and evaluation.®, ‘ N o . :

There are at least three advantages to prepar1ng a plan document: :6

(1) Prgv1d1ngAa gu1de11ne Well-stated plins are an asset
to project' staff. Knowing the purpose and direction
. of a project reduces anxiety and facilitates decision-
making. . _

(2) Supplying information. Well-stated plans minimize
confusion by communicating project intentions to those
not directly involved. Those interested in rep11cat1ng
the project would also find such a plan he]pful

(3) Forming a base for evaluation. Before one can evaluate ‘\\\;\

the success of a program, one must be able to diagnose -\

the presence of a problem and to define goals indicative

of progress in ameliorating that condition.’” A well-stated
_plan provides goals and obJect1ves or a base for eva]uat1on

L4

A plan for training should, at a minimum, conta1n the following components:

(1) ,results of a performancé analysis;

' bjectives; ' ' '

(4) strategies or performance standards for determining
when each objective is achieved; , A
(5) resources (including a budget); and ‘ : . i
(6) an evaluation procedure. - T ‘.
The characteristics and s1gnificance of each of the plan, components are
provided below.
‘(1) Results of a Performance Ana1}sis N ‘_ “

Developing valid objectdvés for a training program requires. an
assessment Qf the skills and knowledges required for task

&
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proficiency as well as an assessment of the skills possessed.' |
by individual employees.8 A performance analysis examines

the difference between what the employee: is capabﬁg of doing

and what is intended for him/her to be able to dot? The
“difference or gap between actual abilities and performance ) ~
and the required skills and knowledges for task proficiency
> * provides the necessary information for determining training
needs and objectives to meet those needs.

Alexandér Braun emphasized the importance of a performance

or training needs analysis by contending.that the succes. ful

applicatjon of training depends upon it.10 "Unless.the proposed

training serves to meet legitimate organizational and/oﬁ personal

needs and obJectives, training will probably not be 1mqlemented

and fundlng allocated to it mgy be wasted."

The r:sults of the performance or training needs analys1< should

appear in the plan for training for two principal reasons. First,

such information gives credibility to the trdining objectives.

~ Showing that training needs are based 4pon a rigorous task analysis

and an assessment of what employees are (apab]e of doing gives

relevance to the program.- Secondly, the inclusion of suth results 5
. in the plan allows the tra1n1ng needs to be readily referenced as o

" “the program is continuously e g;uted Initial evaluation studies ,
may indicate that the program not addressing the training needs
and that gbjectives and sb(ateg1e> should be modified.

(2) Goals o “ / = | - "

. Goais or qoal statements reveal an organization’'s general 1nterest
\ and direction for meeting demonstrated needs. [requently, needs
‘statements themselves are Jused as‘'goals or rephrased and translated
into goals. 11 gych genera], abstract statements are the first step
ina logical-progression toward meeting needs. Goal statements are
necessary because objectiyes alone often do not communicate the
purpose of such a specific-action. For example,!2 in résponse to‘s
a need for cooperat1ﬂg with a newly established advocacy system,
a human service agency develops an objective that specifies that
within the nemt six months, agency staff will provide advocates
with a background summary of 10 percent of the clients the Jagency
~ ‘and advocacy system have in common. This objective, however, could
be an attempt to reach any one of the following goals: »

- (1) fo increase kn0w1edge(and ‘support of the agency\s ‘ ‘
phl]OSOphy and programs among the staff of the _
advocacy system. )

* (2) To increase mutual know]nge of each other's common
. gOd]S among agency staff and advocates. v

(3) To estah]lsh a communication system for ongoipg

exchange of information among the staff of the . 4
~agency and the staff of the édvocacy system 4

. . e . [ 1y . . X - . R .
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(3)

(4)

(5)

n M . \ . '
Goal statements, then, give relevance*to objectives. Without
goals, objectives may seem random and confusingu}

L 4 . .
Objectives .

Objectives are those steps necessary to-achieve a goal.’3 Objectives
are clear and precise statements that indicate both measurable
achievements and time limits for reaching them. "They are the most
crucial part of the program plan, for if they are well stated they
make 1t possible to ascertain, “through various evaluation procedures,
whether progress is being made toward goals. . . . A well written
objectivez:st be behavioral, outcome oriented, and time linked."14

Without claarly stated objectives, confusjon about program outcomes
1S inevitable and evaluation-is all but impossible.15,16,17

-

Strategies _ | N

The next level of detail in a plan is stjattqies or performance
standards. Strategies or performance standa.ds outline -the

procedurés necessary to reach the obgectives and describe what

will actually be done in a project.18,19 It is at the strategies
level that training curricula, for eximple, would be described..

To be effective, strategies " . . . must specify who will implement
the strategy, what procedures or techniques will be used, how the .

. will be implemented and when and where they will be carried out."20

The 'specificity that strategies add to the other plan components
not only helps administrators, program sta¥f, and others understani-
the direction of a training program, but also helps the.evaluator

.determine whether or not project objectives and/or strategies need .

revision to meet client needs.
Resources
The major resources for any training effort are staff, money,

materials, space, and time. Although decisivns regarding all of
these resources are usually reflected in a plan's goals, objectives,

'h-strategies,_and”eva]uation"procedure, combining such decisions in

. implementation and/or management contrdl. A budget can: (1
“that program objectives can be athieved with a specified amount of

the form of a budget is useful for internal planning and program
assure

dollars; (2) provide program managers an opportunity to monitor
expenditures and develop plans for improving operational results;
and (3) provide executive management the ability to hold program

.managers accountable for expenditures and performance achievement..

Regardless of the type (1ihe 1tem,,progrém, or perforhance), a budget . -
.can assist program managers in achieving their goals and objectives -

in a cost efficient manner.
N i

191
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Simply stated, evaluation tells ‘the program manager if the training.
program is meeting }ts objectives and how well the results are.meeting e
the training needs.2! Evaluation is more than determining success or
failure; it is a systematic and continuous part of planning and”.

~  program implementation.22,23,24 Rose indicates thgg there are three -

' essential phases, in evaluating a training program:<° - (1). evaluation
of the training ptan; (2) evaluation of the process of instruction,
including periodic evaluation of instructor performance and student
achievement; and {3) evaluation of the results.of the program as
.indicated by performance on.the:job of those who ‘have gone through
the program. ‘Rose's notion of continuous evalua%ion i illustrated ,
by the following outline of training.evaluation.Z26

‘The Plan =

Evaluation of: 1. Instructor qualifications .
. 2. Occupational analysis and training needs
3. Objectives :
4, The course of study and lesson plans
5. Instructional materials
6. Training aids and equipment
7. Examination - .
" . The_Process \ |
Evaluation of: 1. The application of learning teachiny
. C . principles - . .
P ' 2. Progress toward objectives indicated
‘ ‘by student achievement, attitude,
\l and .performance ;
The Product . | . 3 '
Evaluation of: 1. Per%odic evaluétion of the performance
. T . r of .graduates on the job -

The training plan document should include an evaluation plan that
identifies the elements to be evaluated and the' evalyation techniques
and standards.. Including such information in ‘the training plan can, ‘.
for example, provide an inmediate chéck for the measurableness of *» -
stated objectives and strate?ies, There-is almost an intrinsic .
relationship between evaluation and pr planning and describing . ..
that relationship in the plan document/helps program managers ‘and ’ ).
ev2luators understand each other's requirements and responsibilities.

Finally, an evaluation plan assures prograp executives and the public
that program managers are concerned about improving- cost effectivenss,
~ improving the quality of training, providing a meaningful assessment ° ' |
e of training, and identifying and making recommendations about training »
®policies, philosophies, procedures, -and methodologies."

u-\) | e e . _,50_ ’ ] . . Ll - ' B
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Provision of the Law _ . i .
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Th@Michigan State Planning Council intends to involve, to the extent

- posSible, thesaforementioned departments in the process of assessing-
the adequacy of staff skills, training $lans, and training programs.
A thorough assessment of staff skills and state plans and programs will

. be time consuming. Significant amounts .of information are not presently
organized so as to faciliate such an assessment. -Involvement of all the
departments will enhance not only the possibility of a meaningful assess-
ment but also the probability of.departments improving their training
efforts.. . : Pu

-
The Council intends to coordinate these efforts and provide technical .
assistance in such areas as developing appropsiate models for develpping
a training plan, developing criteria to assess the adequacy of staff skill
levels and state plans and programs, and coordinating overlapping training
effortgi, " e : ‘

I'n order to do the job well, the Council will undertake only what 1is
practical. This requires a careful review of what needs to be done and
the establishment of specific goals for this year. 'The Council does not
“intend to evaluate all employees working with developmentally disabTedw
persons in the.State. To do so would be to plan for failure. Such an

_evaluation is not practical. The Council intends to develop a model
~which can be used to plan training activities and to work with State
agencies in improving existing tra‘ning programs. All of the state
agencies included in this section currently plan for and deliver staff “
inservice.trasning. The Council will work with the agencies to assure

. that programs providing services to developmentally disabled persons

" recognize hot only~ the need for training but also the néed for a training
plan document and-evaluation of. thagplanning anc program processes, .

&
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Performance Goals for Fiscal Year.19/9-80 - -

1. To translate the "professional assessment" provision. of the - o
Developmental Disabilities and Bill of Rights Act so.that
* measurable objectives are formulated. :
. R
2. To work with Departments of Mental Health, Education, Social
Services, and-Public Health to collect specific information
regarding each Department's training efforts as théy apply to ’
staff providing services to developTentally disabled persons. U

3. To develqp planning models for training staff servin@ the
,developmentally disabled. ,

To develop a model plan document for traiﬁing staff serving the

developmentally disabled. ‘

5. To work with the Departmnents of Mental Hea.th, Educatioﬁ. Social
Services, and Public Health to develop criteria for judging the
adequacy -of the skill level of professionals and paraprofessionals
serving the developmentaldy disabled and the adequacy of state-

v plans and programs providing training for such staff.

6. To provide the Departments of Mental Health, Education, Soctal =~ .

Services, and Public Health with-recommendations for improving , .

s their training efforts as a result of the collaborative assessment.

7. To promote an exchange of information between departments.involved
in similar traiping efforts for professionals and paraprofessionals
serving the deve)opmentally disabled. ;

8. "To determine the involvement of debartments‘qther than the Departments
of Mental Health, Education, Social Services, and Public Health in
training professionals and paraprofessionals serving the developmentally
disabled. . ‘

4

9. To woFk with the Departments of Mental Health, Education, Social
Services, and Public Health to assess tne adequacy of the skill level
of professionals and paraprofessionals serving the developmentally
disabled and the adequacy of state plans and programs providing
training for such staff. :




APPEND X C R T ST O

]Alexander Braun "Assess1ng Superv1soﬁy Tralnang Needs and Evaluatlng .
Effectiveness," Tralnlng and Development Journa] February ]979; p,i

} W “ _ -
', B : . - J' ‘- - ‘,'

2Braun,-]oc.‘cit. S ' R h'fg :  3. - |

GBraun, op. cit., pp. 3-10. . - - - '. ; B
, ) , _

%Yenezkel Dror, “The Planning Process: A Facet Design,” in Fremont J.
Lyden and Einest G. Miller (eds.), Planning Programming-Budgeting: A Systems
Approach to Management Markham Pyblishing Company, Cﬂ\cago, 1970, pp 93-111.

5Pamela A. Bernanke, and Jerfy Parham, "A Conceptual Mode] for Program
Plaanin q Evaluation,” in Pamela A. Bernanke, Jerry Parham, and Linda
Baucom ?eds ) Program Planning and Evaluation in Community- Based Agenc1es,
" the Research and Tr a1n1ng “Center 1n‘MentaT"RétarHBt1on Texas Tech Univ.,
Lubbock, Texas, 1928, pp ‘4.1-4.11. _ P

]

6Bernani(e and Parham, op. c%t:, p. 4.1.

L)

7Edward A. Suchman, Eva]uatlve Resealrch, Russe]] Sage Foundatlon, New

York, 1967, p. 39. o .

v i

1%

B iomer C. Rose, The Development and Supervision of Training Programs,
American Technical Society, U.S.A., 1964, p. 109.

. T *.. . - , : ..
9prert F. Mager, Goal Analysis, Fedron Publishers, Belmont, p. 7.
o 'IOBraun,‘op. cit., p‘..9.' | . _ (

/ 3
[ S -

nBernanke and Parham, op. cit., pp. 4.2-4.5, S ' e _
. ‘ : f

'lzﬂcrnahke'and Parham, loc. cit.

'3Bcrnanke and Parham, op. cit., pp. 4 5-4.6.




APPENDIX € » : .

]qﬂernahke and Parham, op. cit., p. 4.5. o R

]SEdward A. Suchman, Evaluative Bpsearch Russell Sage Foundatlon,
“>w New York, 1967, p. 38. o

! e '
- Y

¢

(

i ]6Bernanke and Parham, op. cit., ET\NYS.

]7Hargﬂd A. Hovey, The Planning -Programming- Bphget1ng Approach to

Goverpment Decision- Making&iFFedérfEk A. Praeger, ishers, NeW'YbFF p 20.

1 P

]BBernanke and Parham, op c1t.. Pp. 447 4.8.

rd

pose, op. cit., pp. 148-158.

20gernanke and Parham, op. cit., p. 4.7.

ose, op. cit., p. 204. \ , r X S
\ : : \

%%pamela A. Bernanke and Jerry Parham, "Evaluation: An Integral Part of
Program Planning," in Pamela Bernanke, Jerry Parham, and Linda Baucom (eds.))
Program Planning and Evaluation in Community-Based Agencies, the Research and
Training Center 1n'ﬂénté1 Retardation, Texas Tech Univ., Lubbock, Texas, 1978

0 7.0

23Rose, op. cit., p. ZQp.V

W ?4§bchman, op. cit;, p. 136. |

25, o )
Rose, op. ¢it., pp. 204-231.
’ ' ) ,

76Rosp, op. c¢it., pp. 204-209.°

o =55




o APPENDIX D : | |
. . SUMMARY OF PROGRAM EVALUATION ‘ c

oCONSULTATION/ﬂﬁNFERENCE ON,SKILL ASSESSMENT AND TRAINING

) S Partlclpant Comments Results 3 L ' y
(25 Questionnaires Returned) - o

£ o J,'

| am afflliated with: ) LN

i)

DD Councll . .". . . ., . . k/25 = 163" Paraprofessional Association .. 1/2§ = ‘4{

) K}

" State Service Agency . . .- 6/25-- 2“% ~ University Affiliated Facility 10/25 = 40%
Federal Agency . . . . . 1/25 -’ Ly Other . .. . . . . . . . . . .. 3/26=12%

Professional Assoclation .: 0;?5 = ot ?No Response ¢
~ _- - ' : ‘ . f
My role Is that of a(n): ~(Multiple responses = 30) ‘ > °

Adninistrator . . .. . . 14/30 - 46.6X Other . . . s e e e e e« o o« . 1/30 = 23.3%
: . T,

Trainet ... . . . . .. . 9/30 = 30% No Response . . .“. . .'. . . . |

Helpful Not Helpful ° .
o E 3 2 | ‘NR .

| would rate the information 11/25 = 13/25 = 1/25 = 0/25 =~ 0

presented as . . | ./. ... Ly 52% by 0%
. | would rate the diseussion 13/25 = 12/25 = 0/25 = C0/25 = 0
I 1 “§2% L8% 0% _ 0%
"I think future meetings of 16/24 = 3/2h4 = L2y = 1/24 = 1
this issue would be _. . . . _ 66.6%" 12.5% 16.6% - h,2%
In general i would rate the 12/25 = 12/25 = 1/25 = 0/25 = 0 . |
program as beipg . . . . . . L8% © o 48% Ly 0% i
T :

Ca . ( R '_"ﬂ.‘

The next level of:iiscussion regarding these issues should be conducted at the (30“%csponses)

!

Regional Level . . . . . . .9/30 = 30% Other . « . v v v v v o v .. 0/30 = 0%

National Level . . 2/30 = 6.6% . Local Level . . 1A30 = 3.3%

State Level . . . . . . . 18/30 = 603 - No Response . . . . . . . .. . 1

6
. : -57-
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Page Two P

~ ’

R. MIller

’_Group Discussion

M. Montemerlo

. J. Nava

9., The.least helpful'ﬁFEQQQEStion/dlscussion was:

T. Kramlinger
R. Scheerenberger

M. Montemerlo

10. Comments regarding meeting/lodging facilitles:

8. The most helpful presentation/discussion was:

CONSULTAT!ON/CONFERENCE ON SKILL ASSESSMENT AND TRAINING o ' *
Partlclpant,Commcnts Results

A

(30 Positive Listings)

A

8 Reaction Panel - 2

] T. Kramlinger 2 )
6 Region V Reports 2

3 .

(16 Negative Listings)

9 . : Reaction Panel 1
4 . Region V Update ]
| .

H

(20 Positive/6 Negative Cdﬁments)

_ Excellent 11 Rooms cold’ ]
R ‘ Very Good/Good 9?\ Expensive ? 1 .
Facility too far * ,
from airport,q L
. . \\ . ‘
1i. Comments on meetingorganization and content: (30 Positive Comments)

Well Organized/
Very Good

Chairman's leader-
. ship/flexibllity of

-staff

12: Other comments:

}Tod many lectures
first day

Planning/Evaluation
not .dealt with

Diversified content/

13 ‘assortment of
speakers
Tlhely conference 3
9 ’
N
- >

(10 Negativa Comments )

Attitude of Feds
h toward legislation -2

Wisconsin and Minne-
3 "s@pta Council members
not present ’ ]




' “State Planning Council and Administration of ®lan .

. Council. 1n decordance with section 137, for the assignment to the Council
* - of persoi, el in auch numbers and with such quakifications as the Secretary
tern.ines to be adequate to enable the Councyl to carry out ity duties under

that section, and for the identification of the personnel so asngned,

“(B) The plan must designate the State agency or agencies which shall
administer or supervise the administration of the State plan ¢nd, if there
18 more than'one such agency, the portion of such plan which each will
administer (or the portion Mminutration of which each will supervise).

- O) Thczlan must provy
,swbparagraph (B) will make such reports, in such form and containing
such mﬂ;’muwn, as the Secrelgry may from time to time reasonably
require, and will keep such records and afford such access thereto as the
Secre nds necessary lo verify such reports.

“(A) The plan must provide for such fiscal control and fund accounting
procedures as may be necessary to assure the proper dil sement of dnd

+ accounting for funds paid to the State under this part. ! :

, “Descriplion of Objectives and Serm')ces

- *“(2) The plan must— .
! ““(A) set out the specific objectives to be achieved under the plan and
‘ a b}ut{ng of the programs gnd resources to be used to meet such
v odjeclives;
\0 “(B) describe (and promde for the review annually and revision w‘ﬁ’/
the description not less often than once every three years) (i) the extéhit
4. ynd scope of services being provided, or to be provided, to persons
" with developmental disabilities under such other State plans for Fed-
erally assisted State programs as the State conducts relating fo educa-
tion for the handicapped, vocational rehabilition, public assistance,
medical assistance, social services, maternal and child health, crippled
* children's services, and comprehensive health and mental health, and
urider auch other plans as the Secretary may specify, and (i3) how
Junds alloted to the State in accordance with section 182 will be used to
complement and augment rather than duplicate or replace services
P
Jor persons with developmental disabilities which are ehgible for Fed-
eral assistance under such other Slate (frogmmc; )
. "(C) for each fiscal year, ssess and describe the extent and scope
- of Mm services (as defined in section 102(8)(B)) being or to be
: provided under the plan in the fiscal year; and e
‘“(D) establish a method for the periodic evaluation of the plan's
eflectiveness in meeting the objectives described in subparagraph (A),

"Use of Fup‘bq (.
“(8) The plan must contain or be cupporjicd by aac_ur:mcu salisfactory
#the SecrelarLthat—- e o '
: "(4) the funds paid to-{he State under section 132 will be used to
make a significant contribution toward strengthening services for

persons with developmental disabilities through agencies in the various
political subdivisions of the State; \ -

~_—

o

. [

e PUBNC oF monprofit privale entities;

L4

B “(N(4) The plan must grovide for the eatablishment of a State Planning

that each State agency designated under.

. " wended for servicé aclivities in the areas of services Z};

El{llC " “(R) part of such ﬂmdc will be made avarlabls 3;1 the Sial:‘to N
5 . . h ‘

“(C) such funds paid to the State under section 182 will be used to

I m;zlemml and to tncrease the level of Junds that would otherwise be .
. a

made available for the purposes for which Federal funds are previded
and not to supplant such non-Federal funds; and

~4(D) there will be reasonable State financial priicipation in the cost
_of carrying ouf the State plan. :

“Provision of Priotity Services
“(4) (44 The plan musi— .

- provde for the examination no! Icss-oﬂeﬁ than onge every three
years of the rovision, anyd fhe need for the provision, in the State of

>

..

the four different areas of priorily services (as defmed in section °

102(8 ;and ‘
' “((iz')(lg;)zouidc for the development, not laler than’the second year
) year in whick'funds are provided inder the plan after the date of the
enactment of the Rehabilitation, Comprehensive Services, and 'pg-
vd(;pméﬁﬂd Disabilities Amendments of 1978, and.the timely review
and revidion of a comprehensive statewide plan to plan, financially
support, coordinate, and o s better address, on a slatewnde and
comprehensive basis, unmet needs in the State for the provision of at
~ ledst one of the areas of priority services, such area or.aress to be spec-
) ified in the plan, and (gt the option of the State) for the provision of an
additional ‘area of services for the developmentally disabled, such
area also to be specified in the plan. e tha
“(B)(3) Except as provided in clause (ii7), e plan must provide that
not less than $100,000 or 65 percent of the amobn! avarlable to the Stale
under section 152, whichever 1s greater, will be expanded, as rovided 1n
clause (1), for ccrvi,fe actz’vg)tics in the areas of services specified in the plan
under subparagragh (A) (). . o
{ “(17) Fg'a;ny year in)which the sums appropriated under section 131 do
not exceed— ‘

“(I) $60,000,000, not less than $100,000 or 65 percent of the
amount avaslable to the State under section 138, whichever s greater,
must be expendedsfor-service activilies in nomore than two of the aregs
of services-specified in the plan under subparagraph (4)(w), and -

“(11) $90,000,000, not less than $100,000 or 65 pereent of the

NOIIYIS1937T 3 XI1AN3IddV

o

amount available to the State under seclion 138, whichev¥r is greater,

must be expended for sgrvice activities in no more than three of the
. areqs of services spgcified in the plan under sub aragn:&h (A4)(w).
- T Y1) A State, in on;a' to comply with clause (i) for a cal year be-
* - . ginning &fore January 1, 1980, 13 not required to reduce the amount
which 13 available to it under section 132 and which isezpended for plan-
ning activities below the amount so expended for planning aclimties in s
. preseding fiscal year, 3f substantially the remainder a:/ . .amoynt_qpa
seble to th State, which is expended for other than aaministralion, 18 ez-
g : cified in ﬁ.tplan
under sub h (A)(i1). For purposes of this clause, expenailures
Jor planning ?ictioftia do(not) include any expenditures for sermce achivi-
ties (as defined in clause (iv)). ; ey
“((1'0) For purposes of tlu)a subparagraph, the term 'service achpz.m’:‘
includes, with respect to an area of services, provision of services in” !
‘.« . ares, model servics programa in the area, actinlies lo ase the capacity
Xoimtimtiom andpar;mciea to provide services in the area, coordinating
provision: of servces in the area with the provision of other services,

N\
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ureach to individuals for Mz\{;ol::wn of ur{n'ea in the area, the train-
se

g. of personnel to provide in the area, and similar activities
signed to expand the use and availability of services in the area. ‘
. “(C) Notwuhstanding subparagraph (B), upon the application of a
- ale, the Secrqlary, 'K:muar_u to re ions which the Secretary shall pre-
ribe, may permil the portion of the funds which must otherwise be ez-
ndedunder the State plan forservice activities in a limited number of
cas of services to be expended for seryice activitiss in additional areas
services if Ae determines that thé ezpenditures of the Staté on service
livities in (he m;twlly‘mmﬁed areas of services has reasonably met the
~¢d for {hose services in the
ed for such additional area or areas of services has been met in such
+ ate. Such additional areas shall, to the mazimum extent feasible, be are
gun the areas of priority services (as defined in section 108(8)()3)).
(D) The _must promde that special fnancial and technical as-

stance shall be given Lo agencies or entities providing services for persons
th developniental disablities who are residents of geographs
signaled as urban or rural poverty areas. Y geographical arcas

Standards for Provision of'SerZ;c'a and Protection of Rights of Recipients-

b . .
‘“. 6)(A)(\) The plan must provide that services furnished, and the
ities in which they are furnished, under the pla{;jor persons with
velopmental disabilities will be iri accordance with standards pre-
ribed % Secretary in regulations. '
;}13) plan must provide salisfactory assurances that buildings
in connection with the delivery of services assisted under the plan unll

et standards adopted pursuant io the m August 12, 1968, (42

S.0. 4161-4157) (known as the Architec Barriers Act of 1968).

“(B) The plan must provide that services are provided in an indi-
tualized manner consisient with the requirements of section 118 (relating _

h«(lg’)ﬂi%o;h plans). o

“ n must contain or be supported by assurances satisfacto
the Secretary that the human riylmg all bgom with dewl?gneng
'abilities (sspecially those persons without /gzilial protection) who are
anng trealment, services, or Aabilitation under programs assisied under
8 title wnll be protected consistent with-section 111 (relating to rights of.
develo tally disabled). ' ' S

;-(nuup)‘ ¢ ‘flanwmwt promdcm" aa.:‘ymr:qmaczn that the State has d:‘rn‘tih”wkc&
rmalive slepe lo assure the participation in programs un it
individuals generally representative of Wt‘on of the State, with
riicxlar attention to the participation of s of minority groups.

I S “Professional Assessment and Evaluation Systems €—

"(6) The plan must provide for—
“(A) an assessment of the adsquacy of the skill level of professionals
and pcraprgjcmonab serving persons with developmental disabili-
"1 wn (he Stale and the adsquacy of the State programs and plans

[RIC'pporting "“uf:"‘;“ﬂ ":f such professionals and paraprofessionals in +

mm minlaining the Mgh quality of aervices d to persons with

State in comparison to the extent to which the .

-~ aection 1186(b) of the Social Securily

o G ) W B e trie ua
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“Utilizatipn of VISTA Personnel; Effect of Deinstitutionalization
(

| “(7)&:1) ,The plan must provide for the mazimum atilization of all
availab

communily resources including volunteers serving under the
Domestic Volurltteer Service Act of _1973"?1;1‘16‘!,::‘ ngh 980;11’131:!4 rt:rlil;:r
appropriate volun organizalions, exce su unteer services
ﬂﬁo su ;’llcment, ﬂ shall not be in liev of, services of paid employees.
“(B) The plan must provide for fair and equitable arrangements (as

determined by the Secretary after consullation with the Secretary of

Labor) to prolect the interesis of employees affected by actions under the
plan to provide alternative tommunity living arrangement services (as

.- defined in section 102(8)(E)), including arrangements designed to preserve
"; employee rights and benefits and to provide training and refraining of
s such employees where necessary and arrangements under which marimum . . .

eﬁort)a[ will be made to gucrantee the employment of such employees.
“Additional Information and Assurances Required by Secretary

“(8) The plan also must contain such additional information and
assurances as the Secrelary may find necessary to carry out the provisions
and purposes of this part.”. L _ .

(b) Section 133(d)(1) is amended by striking out ‘for cu:‘:‘hcfurpose
and inserting in lieu thereof “‘for the total expenditures for Efurposc
by all of the State agencies dest under subsection (b)(1)( j% the

. adminisiration or supervision of ‘the administration of the Stale plan’.

3°XIAN3ddY .

(c) Section 133(d)(8) is amended by eiriking out “‘during the fiscal

year ending Juns 30, 1975" and inserting in lieu thereof “during the
previous fiscal year”. \ /

: . STATE PLANNING COUNOILE ; )
Sxc. 618. (a) Subsection (a) of section 187 is amended to redd as

8.
“ga)( 1Y Zach State which receives assistance under this afart shqll
establish a State Planning Council which will serve as an advocale jor

ersons with deve ental disabilities (as defined in section 102(7)).
g‘he members of the State Planning Council of a State shall be appointed

[/

lg/‘ﬂw Governor of the State from among the residents of that State. The .
o

vernor of each State shall make appropriate provisions fer the rotation
2/ membersjhi on the Council of his respective éptale. Each State Planning
louncil shall at all times include in ils membership rgpres.enl_a!mrqf
the principal State agencies, higher education training’faeilitiss, local
agencies, and nongovernmental agencies and groups concerned with
services to persons with developmenial disabilities in that Stals.
“(8) At least one-half of tﬂmemberahip of each such Council shall
consist o‘j ersons who—- ) R
‘ '.(X are persons with develdpmental disabilities or paran% g
dians of $uch persons, or ‘ | d
“(B) are immediate relatives or guardians of persons W
mentally impairing developmental disabilities,

who are not employess of a State agency which receivea funds or provides

. ¢ N [{]] (a‘ d‘ﬁné. .in
services under this part, who are no ‘mt.!mngf%k’z o entisy wﬁz Y
 thas part. and w

ars nol persons
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“(3) Of the members of the Council descrided in paragraph. | o\ . ' : ) S e
1] . d : 2)'—- N B .y o ! . ¢ . o o .
“(A) at least one-third shall be per ( o . by striking out the period at the end of pavm-aph (8) and inserting in -
Gb}llﬁ(, ';mdt s s pértons with deve opm\gn.tal dis- - lieu thereof “;h and’!,, and (3) by adding at the end thereof the following -
.. “(MQ) at least one-third shall be individuals described in sub- ' -’ new paragraph: - . o
P“"?[";lp/t (B) of paragraph (2), and Wi)"at kmf’:ﬁ‘f ;} ::cbh _ ‘“(9) developing .or demonstrating innovaliog quthoda to_attract
individ «als shall be an immediate relative or guardian of an insti- o ~and retain professionals to serve in rural areas in the habilitation.
tutimalized ;monlwith o developmental disability.”. . . of persops 2tk developmental disabilities.”. o
‘(‘b) Scction 187()) is amended to read us follows: - (c) Section 1¥6(f), as so redesignated, is amended (1) by striking owt
(&) h.State Pladning Council shall— ‘ o “and" after “1977,", and (8) by inserting before the period the follownng:
. (1) develop jointly with the State agency or agencies designated, . $20,000,000 for the fiscal year ending September S0, 1979, $££,000,000
under section 183(0)(1)(B) the State plan réquired by lltig art, e Jor the fiscal year ending September 80, 1980, and $26,000,000 for the
EZ)C éz;i&g(t}})e specification of areas. of services under scctibnplss'.- ' fiscal year ending Seplember 30, 1981".
), i « ‘ ' .
“(2) monutor, review, and eraluate : ' TECHENICAL AND CONFORMING AMENDMENTS
the implementatior. of such State pldn', ot less g/ten WiEQnually, . . | 7
“(3) to the mazimum extent feasible, review and comment®on all . Sxe. 514. (a) Section 1 12 15 amended— ' I S
- State fla in the State which relate to programs affecti . ‘ (1) by striking out “‘after »?eptember 30, 1976,” in subsection (a),
with devllopmental disabilities; and gr g persons . (@) by ab-‘t‘kmg”,gut “Such” n subsection (5)(5) and inserfing in
“(4) submit to the Secretary, through the Gorernor, such periodic | ieu thereof | The'’, azz‘d " Uobiontine eriteria” in cla
reporls “on s activitics as the Secretary may reas:;nably request (5) stnahng out ‘an” before “objective ::ntcna in clause (B) of
and keep such records and a{ord such access thereto as the Secgeta ’ . subsection (0)(3). _ :
( )ﬁ’éd": gy fo perify'such reporta.. x i | ® Sffm slbii:}:tg out “CONSTRUCTION,” in its heading
¢) Seclion ) s o . - ) y
| ¢ amended by striking out subsection (¢). _ : . (#) by striking out “(a)” in sdbsection (a), and .
i C 8PECIAL PROJECT QRANTE - - (8) by striking out subsection (b). : -
Ste. 13. (a) Section 145 i } : (c) Section 135 gcanendcd— N L .
L 75 D) by maerion, 40 18 amended— : 51) by striking out “OONSTRUCTION," in its heading;
oy y wserting “(particularly priority services)” after “otherwise %) by striking out ‘(a)”’ in subsection (as ;and
[}

improving services” in subsection (a)(l); ' o (3)By striking out subsection. (5). ‘
" &) Il:y u;b-tkmg out “, including programs’ and all that follows ) R (d) The heading t:;g part C'is amended o read as follows:
rough the semicolon at the end of paragraph (1) of subsection (a) : ‘
am(is)ml;urt% in liew thereof ; and”;
(9) Oy striking out “‘subsection (d)" in subsections (e) .and
and insertthg in lieu thereof “‘subsection L(/zf)" each place (il) d;pcas'?;
(4) by redesignating subsections (b) through as subsections
(@) through (R), respectively; e )
1(u62) by inerting after paragraph (1) of subsection (ay the following
‘ (and redesignating paragraphs () through (9) of subsection (a
as. paragraplw (1) through (8),'rea;:¢cliv¢ly) : :
o ’Efgudem&r:strd%)na (and ;leselizrc , training, and evaluation in
on thereunth) for establishi :ha J .
of expanding or -olleraise inprebisy st v o That tho Senate recede 1o 0 e e of 1o bi nd
sernces related lo the state protection and advocacy system (described the,House to the amendment, of the Senato to the title of the bill and
o d 113). : > , g agree to the same with an amendment as follows:
In licu of the mattor proposod to be insorted by the House smend-

\ . : ment insert: :

’ ”(31)01 ::y tmcmgg tb‘e'f'm:e subsection (d), as g0 redesignated, ¢ ‘ | An Act ta amend tho Rehabilitatfon Act of 1973 to extend
") The »cg::‘:aw :“M};m (ablish & n R . certain programs established in such Act, to cstablish & .
of persons with d. ?’ ‘l"f.- ‘gﬂl.pf oce@ures {o insure participation * . community scrvice employment program for handicapped
o, horeons with developmental disadilitics and their parents or guardions * individuals, ond to provide comprehensive services for

rminang priorifies t be utilized by the Secretary in making grants independent living for handicapped individuals, to amend the

“PArRT C—GRANTS FOR PLANNING AND J’mv!swy or SERVICES FOR
Prrsons wira Deveropugnrat DisaBILITIES"

EFFECTIVE DATE

}
Yi' .
.+ ® Sre. 515. The amendments made by this title shall apply to, pax;ncnts
under title 1 of the Mental Retardation Facilities and Community ental
: Health Centers Construction Act for fiscal years beginning on and after

 } October 1, 1978. ' : ‘
I . And the Senate agree to the same,

‘m;(b) Grants prov_ided ‘under subsection (a) shall includ} grants for—"";

-

under thiz section.” C for han . oy

' 0) ; .~ Devel tal Disabilities Sorvices and Facilities Con-
(), Secrion 146 (3), as amended by subsection (a) of this section, is st:::tg,nmxgt to relviso and extond the programs under “‘% »
D

ppmandad (1) by sirking aut “and" at the end of paragraph (7, £ . Act, and for other purposes. __ ]

cr @ And the Senate agree to the same.
, ) S :
1




